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NOMINATION  OF  LORRAINE  ALLYCE  GREEN  TO 
BE  DEPUTY  DIRECTOR  OF  THE  OFFICE  OF 
PERSONNEL  MANAGEMENT 


THURSDAY,  AUGUST  5,  1993 

U.S.  Senate, 
Committee  on  Governmental  Affairs, 

Washington,  D.C. 

The  Committee  met,  pursuant  to  notice,  at  4:20  p.m.,  in  Room 
SD-342,  Dirksen  Senate  Office  Building,  Hon.  Daniel  K.  Akaka  pre- 
siding. 

Present:  Senator  Akaka. 

Staff  Present:  Doris  Clanton,  Deborah  Cohen  (Senator  Glenn); 
Susanne  Marshall  (Senator  Roth);  Ed  Gleiman  (Senator  Pryor);  Pat 
Raymond  (Senator  Stevens);  and  Debra  Wada  (Senator  Akaka). 

OPENING  STATEMENT  OF  SENATOR  AKAKA 

Senator  Akaka.  The  Senate  Committee  on  Governmental  Affairs 
will  come  to  order. 

Good  afternoon,  everyone.  Good  to  see  you  here,  Congress  woman. 

Ms.  Norton.  Thank  you,  Mr.  Chairman. 

Senator  Akaka.  Senator  John  Glenn,  Chairman  of  the  Govern- 
mental Affairs  Committee,  asked  me  to  chair  today's  full  Commit- 
tee hearing  to  consider  the  nomination  of  Lorraine  Allyce  Green  to 
be  Deputy  Director  of  the  Office  of  Personnel  Management. 

The  Office  of  Personnel  Management  was  established  by  the 
Civil  Service  Reform  Act  of  1978.  It  was  assigned  the  responsibil- 
ities of  the  old  Civil  Service  Commission  to  execute  and  enforce  the 
laws  governing  the  civil  service,  conduct  research  into  methods  of 
improving  government  personnel  management  and  administer  the 
Federal  employee  benefits  and  retirement  programs. 

At  this  point  I  would  like  to  recognize  Congresswoman  Eleanor 
Holmes  Norton,  who  will  introduce  the  nominee. 

TESTIMONY  OF  HON.  ELEANOR  HOLMES  NORTON.  A  REPRESENT- 
ATIVE IN  CONGRESS  FROM  THE  DISTRICT  OF  COLUMBIA 

Ms.  Norton.  Thank  you  very  much,  Mr.  Chairman. 

It  is  a  great  privilege  and  a  special  pleasure  to  both  introduce  to 
you  and  to  recommend  to  you  without  reservation  Lorraine  Green, 
President  Clinton's  nominee  to  be  Deputy  Director  of  the  Office  of 
Personnel  Management. 

In  Washington,  we  would  say  that  Lorraine  and  I  are  home  girls, 
both  native  Washingtonians  and  products  of  the  D.C.  Public 
Schools.  I  am  particularly  proud  that  this  native  Washingtonian 
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has  been  recognized  for  the  great  skill  she  has  shown  throughout 
her  career,  culminating  in  this  nomination.  In  a  real  sense,  one 
might  say  that  Lorraine  has  been  preparing  for  this  appointment 
throughout  her  schooling  and  career. 

She  has  had  previous  service  in  the  Federal  service,  but  her  most 
remarkable  climb  has  been  up  the  career  ladder  of  the  District  of 
Columbia  Government,  a  government  that  in  many  ways  reflects 
and  mirrors  the  Federal  Government  and  makes  her  particularly 
suitable  for  the  Federal  position  for  which  she  has  been  nominated. 

She  began  as  a  budget  analyst  and  in  the  District  Government 
has  become  an  associate  director  for  administration  and  finance  of 
the  D.C.  Office  of  Personnel,  and  a  deputy  comptroller  of  the  De- 
partment of  Public  Works. 

Lorraine  was  the  CEO  of  the  D.C.  Lottery  and  Charitable  Games 
Control  Board  for  2  years  where  she  left  her  stamp  with  the  effi- 
ciency she  brought  to  the  board. 

The  present  Mayor  of  the  District  of  Columbia — Lorraine  has 
worked  under  3  mayors — appointed  Lorraine  as  director  of  the  D.C. 
Office  of  Personnel. 

Mr.  Chairman,  you  will  recognize  that  that  position  directly  pre- 
pares her  for  the  position  for  which  the  President  has  nominated 
her. 

On  behalf  not  only  of  myself  but  of  the  proud  residents  of  the 
District  of  Columbia,  I  am  pleased,  therefore,  to  present  and  to  rec- 
ommend Mrs.  Lorraine  Green  at  this  time  to  you. 

Senator  Akaka.  Thank  you  very  much.  We  appreciate  your  state- 
ment and  your  support. 

I  would  like  to  also  mention  here  that  we  received  letters  of  sup- 
port for  Ms.  Green's  nomination.  One  was  written  to  Chairman 
Glenn  by  the  Mayor  of  the  District  of  Columbia,  Sharon  Pratt 
Kelly.  She  tells  us  that  she  will  sorely  miss  you,  however,  she 
knows  that  you  will  be  a  significant  asset  to  the  Clinton  Adminis- 
tration and  urges  the  endorsement  of  this  Committee. 

Here  is  another  letter  from  the  United  Way  of  the  National  Cap- 
ital Area,  signed  by  Meredith  Johnson;  and  another  letter  by  the 
D.C.  Hispanic  Employees  Association,  signed  by  Sara  M.  Cruz;  and 
finally  a  ceremonial  resolution  from  the  Council  of  the  District  of 
Columbia  supporting  your  nomination. 

I  will  place  all  of  these  in  the  record.  ^ 

Ms.  Norton.  Mr.  Chairman,  I  would  like  to  be  excused.  There  is 
a  debate  on  a  bill,  with  which  you  are  very  familiar,  on  the  floor  of 
the  House  at  this  moment. 

Senator  Akaka.  That  is  fine.  Thank  you  very  much.  Congress- 
woman. 

I  have  had  the  opportunity  to  personally  meet  with  Ms.  Green 
and  would  like  to  welcome  you  to  this  Committee.  I  would  ask  you 
whether  there  are  any  members  of  your  family  or  close  friends 
present  here  today  to  share  this  occasion  with  you,  whom  you 
would  like  to  recognize? 


'  The  letters  of  support  appears  on  page  60. 


Ms.  Green.  Thank  you  very  much,  and  I  want  to  say  good  after- 
noon to  you,  Senator  Akaka,  and  thank  you  for  chairing  this  Com- 
mittee meeting. 

I  am  pleased  to  appear  before  you  today  as  President  Clinton's 
nominee  to  be  Deputy  Director  of  the  Office  of  Personnel  Manage- 
ment, and  I  am  very  proud  to  have  my  Congresswoman  here,  Elea- 
nor Holmes  Norton,  to  introduce  me. 

My  life's  work  has  been  public  service.  My  family  and  I  have  de- 
voted— I  added  it  up — a  combined  total  of  over  170  years  of  public 
service.  We  have  served  in  the  Census  Bureau,  the  State  Depart- 
ment, Agriculture — 

Senator  Akaka.  Ms.  Green,  may  I  ask  you  to  hold  your  state- 
ment— 

Ms.  Green.  Yes.  I  am  going  to  introduce  them  now. 

Senator  Akaka.  All  right.  Fine. 

Ms.  Green.  Agriculture,  U.S. I. A.,  the  National  Labor  Relations 
Board,  D.C.  Government,  0PM,  Treasury,  National  Archives,  the 
Postal  Service,  and  in  the  Air  Force,  Navy,  and  Marine  Corps.  I 
wanted  to  give  you  that  information  about  my  family  before  I  in- 
troduced them. 

With  me  today  is  my  husband  of  23  years,  Albert  Green;  my  son, 
Dax  Green,  who  is  a  college  student  at  our  State  university,  the 
University  of  the  District  of  Columbia,  and  he  is  a  part-time  Feder- 
al employee;  my  daughter,  Leslie  Green,  and  Leslie  is  an  honor  roll 
student  at  Jefferson  Junior  High  School,  which  is  a  public  school 
here  in  the  District  of  Columbia;  my  brother,  Clifford  Smith;  my 
aunt,  Thelma  Corbin;  my  uncle,  Henry  Wedlock,  Sr.;  and  my 
cousin,  Henry  Wedlock,  Jr. 

That  is  my  family. 

Senator  Akaka.  Well,  thank  you  very  much.  I  am  sure  all  of  you 
are  proud  of  this  appointment,  and  you  should  be.  Let  me  welcome 
you  to  this  Committee  hearing. 

The  Committee's  rules  require  that  an  inquiry  be  conducted  into 
each  nominee's  experience,  qualifications,  and  suitability  to  serve 
in  the  position  for  which  the  President  has  nominated  that  individ- 
ual. 

In  this  regard,  the  Committee  has  received  from  the  nominee  a 
financial  statement  and  detailed  information  on  educational,  em- 
ployment, and  professional  accomplishments.  The  nominee  has  also 
responded  in  writing  to  a  number  of  pre-hearing  questions.  Copies 
of  this  biographical  information  and  pre-hearing  question  responses 
will  be  placed  in  the  record  as  part  of  this  hearing.  The  financial 
statement  will  be  available  for  public  inspection  in  the  Committee 
Office. 

Senator  Akaka.  Committee  staff  interviewed  the  nominee  prior 
to  today's  hearing,  and  I  understand  they  were  very  impressed 
with  you,  as  I  was  when  I  met  with  you,  Ms.  Green.  In  addition, 
the  Committee  staff  has  reviewed  opinion  letters  regarding  the 
nominee  from  both  the  Office  of  Government  Ethics  and  the  Desig- 
nated Agency  Ethics  Officers. 

Finally,  Senators  Glenn  and  Roth,  the  Committee  Chairman  and 
ranking  minority  member,  have  reviewed  the  FBI  background  in- 
vestigation report  on  the  nominee. 


Committee  rules  require  that  the  nominee  be  under  oath  while 
testifying  on  all  matters  relating  to  their  suitability  for  office,  in- 
cluding policies  and  programs  which  they  will  pursue  while  in 
their  respective  positions. 

Ms.  Green,  if  you  would  please  stand  and  raise  your  right  hand 
and  respond:  Do  you  swear  to  tell  the  truth,  the  whole  truth,  and 
nothing  but  the  truth,  so  help  you  God? 

Ms.  Green.  I  do. 

Senator  Akaka.  Do  you,  Ms.  Green,  have  a  statement  that  you 
would  like  to  make?  This  statement  will  be  inserted  in  its  entirety 
in  the  record. 

TESTIMONY  OF  LORRAINE  ALLYCE  GREEN,  TO  BE  DEPUTY 
DIRECTOR,  OFFICE  OF  PERSONNEL  MANAGEMENT 

Ms.  Green.  Thank  you.  Senator.  Just  a  few  statements. 

My  philosophy  concerning  government  service  and  the  govern- 
ment workforce  is  two-fold. 

First,  I  have  a  very  strong  customer  service  orientation  which  is 
manifested  in  my  approach  to  management.  I  believe  in  investing 
in  employees  and  providing  them  with  the  tools  they  need  to  be 
successful,  whether  it  be  employee  development  opportunities,  de- 
served recognition,  increased  benefits,  improved  working  environ- 
ment, a  clear  and  concise  direction  to  act,  or,  most  of  all,  fair  and 
equitable  treatment.  And  at  the  end  of  the  day,  I  have  one  very 
basic  expectation,  and  that  is  a  quality  work  product  to  deliver  to 
our  customers.  I  have  built  a  reputation  on  my  personal  commit- 
ment to  excellence,  and  I  have  never  lowered  my  standards  nor  my 
expectations. 

Second,  I  have  very  little  tolerance  for  inefficiency,  including  sys- 
tems that  are  rigid,  unnecessarily  complex,  and  not  responsive;  un- 
necessary controls  and  overly  detailed  reporting  requirements.  If  I 
am  confirmed  as  the  Deputy  Director  of  the  Office  of  Personnel 
Management,  I  will  pursue  the  goals  of  increasing  productivity  in 
service  delivery,  focusing  on  outcome,  not  process,  and  eliminating 
unnecessary  bureaucratic  procedures. 

These  are  not  just  trendy  phrases  I  am  repeating  for  your  bene- 
fit. I  have  a  deep  and  abiding  direction  in  my  life  for  efficient  man- 
agement and  government  service.  Anyone  who  has  worked  with  me 
for  any  period  of  time  will  tell  you  that  when  they  come  to  me 
with  regulations  and  rules  that  are  no  longer  necessary  and  they 
tell  me  we  cannot  change  them,  my  favorite  question  is,  "Why?" 
And  my  least  favorite  response  is,  "Because  we  have  always  done  it 
that  way." 

With  the  same  old  methods,  you  get  the  same  old  results.  And  I 
challenge  the  workforce  to  think  of  new  policies,  to  rethink  new 
policies,  and  to  adopt  a  philosophy  of  continuous  improvement. 
And  while  I  have  a  healthy  respect  for  the  past,  I  also  realize  we 
have  an  obligation  to  prepare  for  the  future.  While  there  is  safety 
and  security  in  maintaining  the  status  quo,  we  must  take  risks, 
and  we  must  also  exhibit  patience  at  the  same  time,  because  sus- 
tained change  comes  over  a  period  of  time. 

There  are  some  very  tough  issues  awaiting  me  at  OPM,  and  if 
confirmed,  I  will  tackle  them  as  I  have  all  other  challenges:  with 


fairness,  honesty,  hard  work,  a  commitment  to  excellence,  and  the 
common  sense  that  I  have  been  blessed  with. 

I  want  to  thank  you  for  this  opportunity,  and  I  am  available  to 
answer  any  questions. 

Senator  Akaka.  Thank  you  very  much  for  your  statement.  This 
is  a  great  commitment  and  service  to  our  country. 

I  have  several  questions  that  are  required  to  be  asked  of  the 
nominee:  Is  there  anything  that  you  are  aware  of  in  your  back- 
ground that  might  present  a  conflict  of  interest  with  the  duties  of 
the  office  to  which  you  have  been  nominated? 

Ms.  Green.  No. 

Senator  Akaka.  Do  you  know  of  any  reasons,  personal  or  other- 
wise, that  would  in  any  way  prevent  you  from  fully  and  honorably 
discharging  the  responsibilities  of  the  office  to  which  you  have 
been  nominated? 

Ms.  Green.  No,  I  do  not. 

Senator  Akaka.  If  confirmed,  do  you  agree  without  reservation 
to  appear  and  to  testify  before  any  duly  constituted  committee  of 
this  Congress? 

Ms.  Green.  Yes,  I  do  agree. 

Senator  Akaka.  Ms.  Green,  I  am  sure  Senator  Glenn  has  every 
intention  of  moving  expeditiously — and  I  do,  too.  I  will  urge  him  to 
see  that  the  Committee  and  the  full  Senate  complete  consideration 
of  your  nomination,  hopefully,  before  we  recess.  The  hearing 
records  will,  nevertheless,  be  kept  open  so  that  Members  of  the 
Committee  may  have  an  opportunity  to  submit  additional  written 
questions  to  you. 

I  want  to  sincerely  thank  you  very  much  for  appearing  today. 
We  appreciate  your  statement,  your  responses,  and  getting  ac- 
quainted with  your  family.  I  really  wish  you  the  best  in  your  en- 
deavors. 

Are  there  any  other  statements  that  you  want  to  make? 

Ms.  Green.  No,  sir. 

Senator  Akaka.  Well,  this  has  been  short  and  sweet.  That  tells 
you  something,  that  we  are  going  to  move  fast  on  this. 

Ms.  Green.  Thank  you  very  much. 

Senator  Akaka.  Thank  you  very  much  for  coming,  and  with  no 
other  comments,  this  hearing  is  adjourned. 

[Whereupon,  at  4:36  p.m.,  the  Committee  was  adjourned.] 
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Bibliographical  and  Financial  Information  Requested  of  Nominees 
A.  Bibliographical  Information 

1.  Name:  Lorraine  Allyce  Green 

Former:  Lorraine  Allyce  Smith  Linder 

2.  Position  to  Which  Nominated: 

Deputy  Directory  of  the  Office  of  Personnel  Management 

3.  Announced  by  the  President:  April  6,  1993 

4.  Address: 

Residence:  4011  19th  Place,  N.E.,  Washington,  D.C.  20018 
Office:  613  G  Street,  N.W.,  Suite  306,  Washington,  D.C.  20001 

5.  Date  and  Place  of  Birth:  October  16,  1945;  Washington,  D.C. 

6.  Marital  Status:  Married;  Albert  Green 

7.  Names  and  Ages  of  Children: 

Dax  Bryant  Green — 21,  Leslie  Renee  Green — 13 

8.  Education:  List  secondary  and  higher  education  institutions,  dates  attended, 
degree  received  and  date  degree  granted. 

McKinley  High  School;  Washington,  D.C— 1961-1964,  Graduate 

Howard  University;  Washington,  D.C. — School  of  Economics,  Advanced  Train- 
ing, 1965-1966 

U.S.  Department  of  Agriculture  Graduate  School — Accounting;  Various 
Courses,  1970-1979 

University  of  the  District  of  Columbia — Various  Government  Financial  and 
Management  Courses,  1971-1981 

9.  Employment  Record:  List  all  jobs  held  since  college,  including  the  title  or  de- 
scription of  job,  name  of  employer,  location  of  work,  and  dates  of  employment. 

D.C.  Office  of  Personnel;  Washington,  DC. 

Director;  1/1991-present 

D.C.  Lottery  and  Charitable  Games  Control  Board;  Washington,  DC. 

Executive  Director;  1/1989-1/1991 

Department  of  Administrative  Services;  Washington,  DC. 

Deputy  Director;  3/1987-1/1989 

Acting  Director;  1/1987-3/1987 

D.C.  Office  of  Personnel;  Washington,  DC. 

Chief,  Office  of  Administration;  10/1984-1/1987 

Department  of  Public  Works  (Transportation);  Washington,  DC. 

Deputy  Controller;  9/1982-10/1984 

Chief,  Financial  Analysis  Division;  11/1979-9/1982 

Department  of  Human  Services;  Washington,  DC. 

Supervisory  Budget  Analyst;  10/1974-11/1979 

Budget  Analyst;  11/1971-10/1974 

U.S.  Postal  Service;  Washington,  DC. 
Budget  Examiner;  10/1966-11/1971 

Library  of  Congress;  Washington,  D.C. 
Catalog  Clerk;  6/1964-10/1966 

10.  Military  Service:  None. 

11.  Government  Experience:  None. 
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12.  Previous  Appointments:  Prior  to  this  appointment,  have  you  ever  been  nomi- 
nated for  a  position  requiring  confirmation  by  the  Senate:  If  so,  please  list  each  such 
position,  including  the  date  of  nomination.  Senate  confirmation  and  committee 
hearing,  if  any. 

No. 

13.  Business  Relationships:  List  all  positions  held  as  an  officer,  director,  trustee, 
partner,  proprietor,  agent,  representative,  or  consultant  of  any  corporation,  compa- 
ny, firm,  partnership,  or  other  business  enterprise,  educational  or  other  institution. 

None. 

14.  Memberships:  List  all  memberships  and  offices  held  in  professional,  business, 
fraternal,  scholarly,  civic,  public,  charitable  and  other  organizations. 

International  Personnel  Management  Association 

D.C.  Urban  Management  Association:  President 

National  Forum  for  Black  Public  Administrators 

Locil  Government  Personnel  Association 

National  Association  of  State  Personnel  Executives 

D.C.  United  Way  Campaign:  Chairperson  (1992);  Vice  Chairperson  (1991) 

D.C.  36th  Annual  One  Fund  Drive:  Chairperson 

Wood  ridge  Civic  Association 

Jefferson  Jr.  High  School  parent  Teachers  Association 

15.  Political  Affiliations  and  Activities: 

a.  List  all  offices  with  a  political  party  which  you  have  held  or  any  public 
office  for  which  you  have  been  a  candidate: 

None. 

b.  List  all  memberships  and  offices  held  in  and  services  rendered  to  all  politi- 
cal parties  or  election  committees  during  the  last  10  years: 

Ward  5  Democrats — member. 

c.  Itemize  all  political  contributions  to  any  individual,  campaign  organization, 
political  party,  political  action  committee  or  similar  entity  of  $50.00  or  more  for 
the  past  5  years. 

Mayor  Sharon  Pratt  Kelly— $500. 
Councilmember  Charlene  Drew  Jarvis — $200. 
Councilmember  Harry  Thomas — $100. 

16.  Honors  and  Awards:  List  all  scholarships,  fellowships,  honorary  degrees,  hon- 
orary society  memberships,  military  medals,  and  any  other  special  recognitions  for 
outstanding  service  or  achievements: 

Outstanding  Leaders  in  D.C.  Government 
Outstanding  Performance 

Most  Efficiently  Run  Lottery  in  North  America 
United  Way  Community  Leadership  Award 
Sustained  Superior  Performance  Awards 
Numerous  Letters  of  Commendation 

17.  Published  Writings:  None. 

18.  Speeches:  None. 

19.  Congressional  Testimony:  Have  you  ever  testified  before  a  committee  of  Con- 
gress? If  so,  please  provide  details  including  date{s): 

May  13,  1993 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

June  3,  1992 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 
May  21,  1991 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  18,  1990 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  14,  1989 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  10,  1988 — House  of  Representatives 


D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  7,  1987 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  11,  1986 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

May  18,  1985 — House  of  Representatives 
D.C.  Subcommittee  on  Appropriations 
Re:  Appropriations  Request 

20.  Selection:  (a)  Do  you  know  why  you  are  chosen  for  this  nomination  by  the 
President? 

I  believe  that  the  President  nominated  me  for  this  position  primarily  because 
of  my  exemplary  qualifications  described  below,  but  also  because  I  have  a  dem- 
onstrated commitment  to  public  service  and  an  employment  record  which  mag- 
nifies the  opportunities  available  to  civil  servants  who  are  dedicated  and  hard 
working.  Like  the  President,  I,  too,  believe  that  civil  service  is  a  rewarding  pro- 
fession. 

(b)  What  do  you  believe  in  your  background  or  employment  experience  affirma- 
tively qualifies  you  for  this  particular  appointment? 

My  entire  career,  entering  my  30th  year,  has  been  spent  as  a  public  servant.  I 
have  been  most  fortunate  in  that  the  multitude  of  experiences  I  had  over  those 
years  (7  years  at  the  Federal  level  and  22  years  at  the  local  level)  provided  me 
with  a  diverse  managerial  background. 

As  Director  of  Personnel  for  the  District  of  Columbia  Government,  I  gained 
valuable  experience  and  a  strong  knowledge  of  major  personnel  issues,  includ- 
ing personnel  processes,  employee  benefits,  employee  relations,  training,  and 
compensation.  I  served  as  the  principal  advisor  to  the  Mayor  and  the  City  Ad- 
ministrator on  all  aspects  of  human  resource  management.  I  was  responsible  for 
the  development  and  implementation  of  major  policy  and  legislative  initiatives 
designed  to  restructure  and  downsize  the  numerous  agencies  of  the  District 
Government.  Prior  to  this  achievement,  however,  I  had  to  develop  and  imple- 
ment procedures  to  review  and  clean-up  all  District  government  personnel 
records — a  massive  undertaking,  but  critical  to  the  successful  outcome  of  the 
downsizing  effort. 

A  major  accomplishment  during  my  tenure  as  Director  of  Personnel  was  to 
develop  and  implement  guidelines  for  the  establishment  of  new  performance 
standards  throughout  the  District  government.  I  was  responsible  for  training  all 
department  and  agency  heads  to  utilize  the  appropriate  criteria  and  techniques 
to  establish  the  new  performance  standards  for  their  employees. 

The  District  government,  with  few  exceptions,  adopted  the  Federal  personnel 
system,  thus,  I  was  afforded  the  opportunity  to  have  a  working  knowledge  of 
the  Federal  statutes,  rules  and  regulations. 

As  personnel  director  I  have  successfully  implemented  a  number  of  programs, 
including  the  following: 

Employee  Assistance  Program 

Pay  Equity  Study 

Family  and  Medical  Leave  Act 

Annual  Leave  Bank 

Automation  (Office  and  Personnel  System) 

Enhancement  of  the  Hispanic  Employment  Program 

Recommendations  of  the  Office  of  Personnel  Management 

Overview  Assessment 

Streamlined  the  Employment  Application  Process 

University  Training  Program 

These  experiences,  along  with  many  others,  have  very  ably  prepared  me  to 
serve  as  Deputy  Director  of  the  U.S.  Office  of  Personnel  Management. 

B.  Future  Employment  Relationships 

1.  Will  you  sever  all  connections  with  your  present  employers,  business  firms, 
business  associations  or  business  organizations  if  you  are  confirmed  by  the  Senate? 
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I  would  expect,  on  occasion,  to  relate  to  the  District  Government  from  a  dif- 
ferent perspective,  viewing  it  as  a  client  for  which  the  Office  of  Personnel  Man- 
agement provides  services.  Aside  from  this,  there  are  no  other  relationships. 

2.  Do  you  have  any  plans,  commitments  or  agreements  to  pursue  outside  employ- 
ment, with  or  without  compensation,  during  your  service  with  the  government? 

No. 

3.  Do  you  have  any  plans,  commitments  or  agreement  after  completing  govern- 
ment service  to  resume  employment,  affiliation  or  practice  with  your  previous  em- 
ployer, business  firm,  association  or  organization? 

No. 

4.  Has  anybody  made  a  commitment  to  employ  your  services  in  any  capacity  after 
you  leave  government  service? 

No. 

5.  If  confirmed,  do  you  expect  to  serve  out  your  full  term  or  until  the  next  Presi- 
dential election,  whichever  is  applicable? 

Yes. 

C.  Potential  Conflicts  of  Interest 

1.  Describe  all  financial  arrangements,  deferred  compensation  agreements,  and 
other  continuing  dealings  with  business  associates,  clients  or  customers. 

None. 

2.  Indicate  any  investments,  obligations,  liabilities,  or  other  relationships  which 
could  involve  potential  conflicts  of  interest  in  the  position  to  which  you  have  been 
nominated. 

None. 

3.  Describe  any  business  relationship,  dealing  or  financial  transaction  which  you 
have  had  during  the  last  10  years,  whether  for  yourself,  on  behalf  of  a  client,  or 
acting  as  an  agent,  that  could  in  any  way  constitute  or  result  in  a  possible  conflict 
of  interest  in  the  position  to  which  you  have  been  nominated. 

None. 

4.  Describe  any  activity  during  the  last  10  years  in  which  you  have  engaged  for 
the  purpose  of  directly  or  indirectly  influencing  the  passage,  defeat  or  modification 
of  any  legislation  or  affecting  the  administration  and  execution  of  law  or  public 
policy. 

None. 

5.  Explain  how  you  will  resolve  any  potential  conflict  of  interest,  including  any 
that  may  be  disclosed  by  your  responses  to  the  above  items. 

I  expect  to  have  no  conflicts  of  interest  since  my  answers  to  the  above  items 
were  negative. 

6.  Do  you  agree  to  have  written  opinions  provided  to  the  committee  by  the  desig- 
nated agency  ethics  office  of  the  agency  to  which  you  are  nominated  and  by  the 
office  of  government  ethics  concerning  potential  conflicts  of  interest  or  any  legal  im- 
pediments to  your  serving  this  position? 

I  welcome  the  written  opinions  and  would  be  happy  to  have  them  provided  to 
the  committee. 

D.  Legal  Matters 

1.  Have  you  ever  been  disciplined  or  cited  for  a  breach  of  ethics  or  unprofessional 
conduct  by,  or  been  the  subject  of  a  complaint  to  any  court,  administrative  agency, 
professional  association,  disciplinary  committee  or  other  professional  group?  If  so, 
provide  details. 

No. 

2.  Have  you  ever  been  investigated,  arrested,  charged  or  held  by  any  Federal, 
State  or  other  law  enforcement  authority. for  violation  of  any  Federal,  State,  county 
or  municipal  law,  regulation  or  ordinance.other  tha'h  a  minor  traffic  offense?  If  so, 
proved  details. 

No. 

3.  Have  you  or  any  business  of  which  you  are  or  were  an  officer  ever  been  in- 
volved as  a  party  in  interest  in  any  administrative  agency  proceeding  or  civil  litiga- 
tion? If  so,  provide  details. 

No. 

4.  Have  you  ever  been  convicted  (including  please  of  guilty  or  nolo  contendere)  of 
any  criminal  violation  other  than  a  minor  traffic  offense? 
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No. 

5.  Please  advise  the  committee  of  any  additional  information,  favorable  or  unfa- 
vorable, which  you  feel  should  be  considered  in  connection  with  your  nomination. 
None. 

E.  Financial  Data 
Retained  in  Committee  Files. 

PRE-HEARING  QUESTIONS  FOR 

LORRAINE  ALLYCE  GREEN 

TO  BE  DEPUTY  DIRECTOR  OF  THE 

OFFICE  OF  PERSONNEL  MANAGEMENT 


1.    NOMINATION  PROCESS  AND  POTENTIAL  CONFLICTS 

7.  Were  any  conditions,  expressed  or  implied,  attached  to  your  nomination  to  be 

Deputy  Director  of  the  Office  of  Personnel  /Management  (OPIM)? 

No,  There  were  no  conditions,  expressed  or  implied,  anached  to  my  nomination 
to  be  Deputy  Director  of  the  Office  of  Personnel  Management. 

2.  Have  you  made  any  commitments  with  respect  to  the  policies  and  programs 
you  will  attempt  to  implement  as  Deputy  Director  of  0PM?  If  so,  what  are 
they? 

No,  I  have  not  made  any  commitments  with  respect  to  policies  and  programs 
I  will  anempt  to  implement  as  Deputy  Director  of  0PM  if  I  am  confirmed.  While 
I  am  familiar  with  some  issues  and  concerns  that  the  0PM  is  confronted  with, 
I  do  not  believe  I  should  enter  the  position,  if  I  am  confirmed,  with 
preconceived  policies.  I  believe  that  the  on-board  interaction  will  prove 
invaluable  in  making  determinations  about  specific  policy  positions. 


Are  there  any  issues  involving  the  Office  of  Personnel  Management  from  which 
you  may  have  to  disqualify  yourself?   If  so,  please  explain. 

No,  there  are  no  such  issues  from  which  I  would  have  to  disqualify  myself. 


12 


Lorraine  A.  Green 
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II.    ROLE  AND  RESPONSIBIUTIES  OF  THE  0PM  DEPUTY  DIRECTOR 


1.  What  do  you  consider  your  primary  responsibilities  and  priorities  to  be  as  0PM 
Deputy  Director? 

During  my  initial  discussions  with  Director  King,  we  discussed  in  general  terms 
my  responsibilities  and  priorities,  if  confirmed,  as  Deputy  Director.  Since  the 
nomination  process  began,  I  have  continued  in  my  current  position  as  personnel 
director  for  the  Mayor  of  the  District  of  Columbia;  therefore.  Director  King  and 
I  have  not  had  any  dialogue  regarding  specific  details  of  my  role.  We  both  felt 
it  was  more  proper  to  complete  the  confirmation  process  prior  to  sening  any 
specific  goals,  job  descriptions  or  other  policy-related  maners.  However,  based 
on  my  initial  conversations  and  my  own  professional  background,  I  am  clear  in 
regard  to  my  role  and  responsibilities  if  I  am  confirmed.  As  0PM  Deputy 
Director,  I  would  serve  as  chief  operations  officer  for  Director  King,  the  chief 
personnel  officer  of  the  Executive  branch.  In  that  capacity,  it  would  be  my 
responsibility  to  supervise  the  day-to-day  operations  of  0PM,  ensuring  the 
policies  of  President  Clinton,  Director  King  and  the  Congress  are  carried  out. 
I  also  would  serve  as  acting  Director  in  the  Director's  absence;  represent  the 
agency.  Director  and  Administration  as  assigned;  assume  specific  duties  as 
assigned,  and  otherwise  share  in  the  responsibilities  of  managing  the  Federal 
government's  civilian  personnel  program.  If  I  am  confirmed,  however,  my  first 
priority  would  be  to  support  the  role  of  Director  King,  assuming  those  tasks 
specifically  assigned. 

2.  What    do    you    consider    to    be    the    mission    of    the    Office    of   Personnel 
Management? 

The  mission  of  the  Office  of  Personnel  Management  (OPM)  is  to  administer  the 
Federal  merit  personnel  system.  To  accomplish  this  mission,  OPM  must 
implement  policies  and  programs  that  facilitate  effective  human  resource 
management  and  service  delivery  to  employees,  retirees,  and  applicants.  OPM 
serves  as  a  facilitator  for  and  monitor  of  personnel  management  responsibilities 
of  all  Executive  branch  agencies. 


13 


Lorraine  A.  Green 
Pre-Hearing  Questions 
Page  3 

3.  What  do  you  consider  to  be  the  major  challenges  confronting  the  Office  of 

Personnel  Management  and  what  will  your  priorities  be  in  addressing  these 
challenges? 


My  experiences  as  the  chief  personnel  officer  for  the  District  of  Columbia 
government  made  me  acutely  aware  of  the  challenge  of  changing  the  public's 
perception  of  civil  servants.  I  know  that  this  challenge  is  common  to  the 
federal  government,  as  well.  Public  perception  is  not  changed  overnight,  but 
must  be  steadfastly  addressed  day  by  day.  All  civil  servants  must  be  properly 
trained  to  enable  them  to  relate  to  the  public  in  a  professional,  courteous, 
thorough  and  helpful  manner.  Public  servants  must  become  "customer  service 
oriented". 

There  are  a  number  of  more  tangible  challenges  which  0PM  is  addressing; 
these  include  pay,  health  and  retirement  benefits,  recruitment  and  retention  of 
employees,  service  to  government  agencies,  and  oversight  of  agencies. 
Director  King  and  I  will  set  the  priorities  with  regard  to  these  challenges  if  I  am 
confirmed. 


How  do  you  envision  your  relationship  and  the  nature  of  your  responsibilities 
as  they  relate  to: 

(a)  the  President 

(b)  Congress 

(a)  Other  Executive  agencies 

(dj  the  Merit  System  Protection  Board 

(e)  the  Office  Special  Counsel 

(f)  the  Federal  Laoor  Relations  Authority,  and, 
(gj  the  Office  of  Government  Ethics? 

(a)        The  President 

As  the  0PM  Deputy  Director,  it  would  be  my  function  to  support  0PM 
Director  King  in  his  obligations  and  response  to  the  President,  i  would 
assist  the  Director  in  preparing  such  rules  as  the  President  may  prescribe, 
advising  on  civilian  employment,  executing  and  administering  the  civil 
service  system,  and  keeping  the  public  informed  on  the  development, 
implementation,  and  interpretation  of  proposed  rules  and  regulations. 


71-240  -  93  -  2 
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(b)  Congress 

The  OPM  Director  has  the  responsibility  of  reporting  to  the  Congress  on 
functions  and  policies  of  OPM  through  testimony  before  committees, 
responses  to  Members  of  Congress,  and  meetings  with  Members  and 
their  staffs.  I  would  assist  and  support  Director  King  in  this  function  and 
in  some  instances,  appear  before  and  meet  with  Members  and 
committees  myself.  I  would  assist  the  Director  in  working  with  the 
Congress  to  obtain  support  for  any  proposed  legislative  or  regulatory 
civilian  personnel  maners  and  act  on  behalf  of  the  Director  in 
representing  the  views  of  the  President  to  the  Congress.  I  would  assist 
the  Director  in  providing  information  to  the  Congress  on  issues, 
concerns,  study  results,  and  problems  as  necessary. 

(c)  Other  Executive  Agencies 

As  Deputy  Director  of  OPM,  it  would  be  my  responsibility  to  assist  the 
Director  in  setting  policy  and  acting  as  a  policy  advisor  to  other 
Executive  agencies  to  ensure  that  they  are  observing  and  correctly 
carrying  out  federal  personnel  rules  and  regulations.  As  needed,  I  would 
offer  guidance  and  suggestions  on  issues  and  concerns  that  arise. 

(d)  The  Merit  System  Protection  Board 

The  work  and  independent  operation  of  the  Merit  Systems  Protection 
Board  are  essential  and  have  a  direct  effect  on  OPM  operations.  As 
Deputy  Director,  I  would  assist  Director  King  in  maintaining  the 
necessary  lines  of  communication  between  the  Board  and  OPM  as  it 
relates  to  hearings,  adjudication  of  appeals,  and  decisions  of  the  Board 
impacting  civilian  personnel  policies.  I  would  support  Director  King  in  his 
effons  to  ensure  compliance  with  decisions  of  the  Board  and  to  provide 
advice  on  the  ramifications  of  such  decisions. 

(e)  The  Office  of  Special  Counsel 

The  Civil  Service  Reform  Act  of  1978  established  the  Office  of  Special 
Counsel  as  an  independent  entity  with  the  mandate  to  investigate  any 
alleged  improprieties  and  unauthorized  personnel  practices,  violations  of 
the  Hatch  Act,  and  any  other  violations  of  civil  service  laws,  rules  or 
regulations,  and  when  appropriate,  to  prosecute.  As  Deputy  Director  of 
OPM,  I  would  support  and  assist  Director  King  in  respecting  the  separate 
and   independent  operation  of  the   Special   Counsel,   while  providing 
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advice,  assistance  and  information  on  those  maners  requiring  corrective 
action  on  the  part  of  0PM. 

(f)  The  Federal  Labor  Relations  Authority 

As  an  independent  entity,  the  Federal  Labor  Relations  Authority  reviews 
and  makes  determinations  regarding  labor-management  disputes  and 
labor  relations  maners  that  may  have  civilian  personnel  policy 
implications.  As  0PM  Deputy  Director,  I  would  assist  the  Director  in 
working  with  the  Authority  on  resolving  major  policy  issues,  monitoring 
the  Authority's  decisions,  and  ensuring  compliance  by  the  Federal 
personnel  system. 

(g)  The  Office  of  Government  Ethics 

The  Office  of  Government  Ethics  establishes  ethical  guidelines  and 
regulations  for  government-wide  use.  As  Deputy  Director  of  0PM,  it 
would  be  my  duty,  along  with  the  Director,  to  promote  compliance  with 
those  guidelines  and  regulations.  This  would  include  OPM's 
responsibility  to  provide  personnel  management  support  and  to  consult 
with  the  Office  on  the  guidelines,  providing  advice  and  assistance  as 
needed. 


What  IS  included  in  your  definition  of  a  "federal  employee?" 

In  addition  to  the  definition  provided  in  the  U.S.  Code,  which  includes 
appointed,  career  and  excepted  employees,  employees  of  the  U.S.  Armed 
Forces,  Reservists,  and  non-appropriatea  fund  employees,  for  purposes  of 
rendenng  service  I  would  include  former  employees,  retirees,  and  beneficiaries. 


Do  you  see  any  need  to  revise  the  current  organizational  structure  of  0PM? 

At  this  time,  I  do  not  have  enough  information  to  make  a  sound  judgement  with 
regard  to  specific  changes  which  may  be  needed  in  OPM's  organizational 
structure. 
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III.    0PM  MANAGEMENT  AND  IMPROVEMENT 


Many  observers  believe  that  in  today's  changing  national  environment— with 
government  downsizing  a  reality  at  the  same  time  the  nation  is  faced  with 
increasingly  complex  economic  and  social  issues — there  is  a  need  to  carefully 
and  thoroughly  reexamine  the  way  the  government  does  business.  Among  the 
critical  issues  needing  attention  are  the  structures 

and  functions  of  the  public  service  itself,  since  it  is  the  men  and  women  of  our 
government  who,  in  the  final  analysis,  will  largely  determine  whether 
government  actually  works. 

Federal  workforce  issues  requiring  attention  will  include  the  government's  need 
to  ( 11  recruit  and  retain  the  best  and  the  brightest  in  federal  service  careers:  (2) 
ensure  that  its  employees  project  an  image  of  fairness,  competencies  and 
responsiveness  to  the  public;  and  (3)  give  agency  managers  the  tools  and  the 
flexibility  needed  to  manage  without  excessive  or  unnecessary  constraints, 
regulations,  or  roadblocks. 

(a)  Please  list  the  specific  human  resource  management  improvements, 
initiatives,  and  innovations  accomplished  by  the  D.  C.  Office  of  Personnel  during 
your  tenure  as  Director.  In  framing  your  response,  please  include  a  discussion 
of  your  personal  role  in  each  such  area. 

Following  is  a  list  of  the  specific  human  resource  management  improvements, 
initiatives,  and  innovations  accomplished  by  the  D.C.  Office  of  Personnel 
(DCOP)  during  my  tenure  as  Director. 

o  Establishment  of  an  Annual  Leave  Bank 

o  Implementation  of  the  Family  and  Medical  Leave  Act 

o  Establishment  and  implementation  of  an  Employee  Assistance  Program 

o  University  of  the  District  of  Columbia/D.C.  Government  Training  Agreement 

o  Staffing  of  New  Correctional  Treatment  Facility 

0  City-wide  Health/Safety  Career  Fair 

o  Enhancement  of  Hispanic  Employment  Recruitment  Program 

o  Establishment  of  Special  Salary  Rates  for  Hard  to  Fill  Positions 

o  Provided  staff  support  for  District  Government  Pay  Equity  Study 

o  DCOP  Office  Automation 

o  Streamlining  of  Personnel  Processes 

o  Revised  171  (C.C.  Form  2000) 

o  Public  Safety  Decentralization  Demonstration  Project 
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in  all  of  the  above-cited  initiatives,  i  provided  leadership  and  guidance  to  the 
respective  staff  assigned.  Often  the  projects  required  joint  efforts  by  offices 
within  DCOP  that  usually  operate  independently.  In  these  instances,  I  was  the 
final  arbiter  in  establishing  policy. 

One  of  the  accomplishments  of  which  I  am  most  proud  is  the  training 
agreement  reached  with  the  University  of  the  District  of  Columbia.  I, 
personally,  negotiated  the  terms  of  the  agreement,  developing  a  mutually 
acceptable  and  successful  training  program  for  the  employees  of  the  District  of 
Columbia  government.  In  addition,  I  was  an  active  member  of  the  Pay  Equity 
Commission. 


(b)  What  are  your  views  on  exploring  alternatives  for  fundamentally 
restructuring  the  way  the  federal  government  hires  and  manages  its  personnel? 
in  your  judgement,  should  0PM  play  a  proactive  role  as  the  initiator  and 
advocate  of  such  efforts,  or  should  it  largely  defer  to  the  agencies  and  serve 
more  as  an  "informational  clearinghouse "  and  advisory  resource? 

It  is  neither  logical  nor  practical  to  think  of  the  entire  Executive  branch  as  one 
organization,  for  which  one  system,  with  one  set  of  rules,  will  always  work 
effectively.  Basic  merit  principles  must  apply  across-the-board.  However, 
diverse  departments  and  agencies  must  be  able  to  implement  those  principles 
in  the  ways  that  work  best  for  their  own  operating  environments,  today  and  in 
the  future. 

Clearly,  as  the  President's  principal  advisor  on  human  resources  management, 
OPM  cannot  relegate  itself  to  just  "an  informational  clearinghouse."  0PM 
should  be  in  the  business  of  designing  and  assisting  agencies  in  implementing 
whatever  type  of  systems  are  needed  to  meet  this  need. 

I  envision  an  OPM  that  takes  on  an  active  role  -  the  leading  role  as  the  initiator 
and  advocate  of  ongoing  improvements  and  needed  changes  in  the  federal 
personnel  system. 

(cl  OPM  currently  has  prescribed  statutory  responsibilities  for  participating  in 
the  aesign,  operation,  and  evaluation  of  personnel  research  programs  and 
demonstration  projects.  From  what  you  know  of  OPM's  track  record  in 
accomplishing  these  responsibilities,  how  well  do  you  think  OPM  has  done?  If 
you  could  reaefine  OPM's  role  in  this  area,  what  changes,  if  any,  would  you 
see  as  beneficial? 
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0PM  has  facilitated  the  evolvement  of  improved  approach  federal  human 
resources  management  in  a  number  of  areas  through  research  and 
demonstration      projects.  What      is      needed      however     is     a      formal 

adjustment/assessment  mechanism  to  revise  or  close  out  those  "demos"  that 
do  not  augur  well  for  successful  agency  or  system-wide  implementation;  or 
institute  formal  adaption  of  those  that  prove  to  be  better  approaches  and  thus 
more  efficient  and  cost  effective.  Additionally,  the  ability  to  conduct  a  larger 
number  of  demonstrations  simultaneously  would  enhance  OPM's  ability  to  be 
more  responsive  to  the  individual  needs  of  it.s  customer  agencies. 


In  December  1992,  The  General  Accounting  Office  (GAOj  issued  a  series  of 
transition  reports  assessing  tfie  status  of  the  government  and  its  various 
programs.  While  these  reports  document  operational  improvements  over  the 
past  four  years,  they  also  point  to  many  personnel  management-related 
problems  adversely  affecting  agencies'  operations  that  remain  to  be  resolved. 

A  comparison  of  OPI\/l's  mission,  authorities,  and  responsibilities  as  prescribed 
in  The  Civil  Service  Reform  Act  of  1978  fCSRA)  wriTh  OPM's  accomplishmenTS 
had  led  some  observers  to  conclude  ThaT  0PM  has  not  lived  up  to  expectations. 
These  observers  believe  that  0PM  has  failed  to  provide  adequate  personnel 
management  leadership  or  innovaTive  Thinking.  This,  in  turn,  has  resulTed in  The 
governmenT  conTinuing  To  lose  ground.  relaTive  To  oTher  employers,  in  iTs  efforts 
to  attract  and  retain  the  best  and  the  brightest  in  the  career  federal  service. 

(a)  In  your  judgment,  are  these  observers'  assessments  accurate?  Why  or  why 
not? 

My  reading  of  the  referenced  GAO  reports  did  not  lead  me  to  the  conclusion 
that  0PM  "had  not  lived  up  to  expectations"  nor  that  0PM  had  "failed  to 
provide  adequate  leadership."  The  conclusion  I  reached  was  that  notable 
progress  had  been  made  toward  the  intended  objectives,  and  additional  effon 
was  needed.  If  confirmed,  this  would  be  one  of  the  areas  I  am  sure  I  would 
become  immersed  in  early  on  and  could  then  provide  a  more  enlightened 
assessment. 

(bl    What  do  you  see  as  OPM's  greatesT  successes  and  failures? 
Please  refer  to  specific  examples  in  framing  your  reply? 

Being  peripherally  associated  with  the  federal  hiring  system,  the  most  obvious 
successes    have    been    in   the    areas    of    (')    highly    automated    centralized 
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examining,  referral,  and  placement;  (2)  facilitating  fully  integrated  personnel- 
payroll  systems;  (3)  leadership  in  moving  toward  a  paperless  personnel  office; 
(4)  strategic  planning  initiatives  under  the  aegis  of  the  lAG  of  which  I  am  a 
member;  and  (5)  significant  delegation  of  examining  authority  to  agencies. 

Again,  externally,  the  most  visible  areas  of  least  progress  have  been  in  the 
efforts  to  increase  minorities  and  women  at  the  upper  echelons  of  the  federal 
government  structure. 


(cj  Specifically,  what  kinds  of  activities  do  you  see  as  necessary  to  build  on 
0PM' s  previous  successes  and  work  toward  resolving  its  shortcomings?  In 
what  specific  areas  do  you  anticipate  becoming  personally  involved? 

I  anticipate  becoming  involved  in  helping  0PM  enhance  all  of  its  service  delivery 
mechanisms;  forging  more  effective,  individualized  partnerships  with  the 
agencies;  and  devising  approaches  that  utilizes  our  automation  capability  and 
field  network  to  better  assist  agencies  in  handling  their  human  resource 
management  issues. 


Idj  Are  there  areas  in  which  the  Congress  and/or  the  President  might  prudently 
consider  redefining  OPM's  role,  authorities,  and  responsibilities?  Please  list 
each  such  area  and  explain  what  specific  types  of  changes  you  think  would  be 
helpful. 

The  statutory  foundation  set  forth  in  the  Civil  Service  Reform  Act  of  1978 
remains  valid.  To  meet  the  needs  of  the  next  generation  of  human  resources 
management,  0PM  must  forge  ahead  as  a  developer  and  supporter  of  flexible 
and  innovative  practices,  to  create  systems  that  emphasize  results  not  process, 
and  accountability  not  control. 


There  has  been  a  trend  in  the  years  since  the  enactment  of  the  CSRA  toward 
the  decentralization  and  delegation  of  personnel  management  authorities  and 
responsibilities  from  OPI^  to  the  agencies.  Some  personnel  management 
practitioners  feel  that  yet  further  delegations  would  be  desirable,  while  others 
prefer  to  see  OPt\f\  maintain  a  leadership  role. 

(al    What  do  you  see  as  the  key  considerations  in  this  debate? 

Balance   is   the   key   to   successful   decentralization   and   delegation.      Some 
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personnel  functions  can  be  carried  out  with  more  efficiency  and  economy  in  a 
centralized  mode;  other  functions  can  be  carried  out  more  successfully  through 
delegations  to  agencies  and  agency  managers. 

0PM  must  play  a  leadership  role  by  taking  a  close  look  at  delegations  beyond 
those  that  have  already  been  made.  I  would  expect  that  this  will  lead  to  further 
delegations  to  agencies  when  it  is  in  the  interest  of  efficiency  and  effectiveness 
to  do  so.  0PM  should  continue  in  this  role,  assessing  and  periodically 
reassessing  the  appropriate  degree  of  delegation,  not  only  from  0PM  to  the 
agencies  but  also  to  the  appropriate  level  within  agencies:  as  well  as  monitoring 
the  use  of  delegated  authorities. 


(b)  What  experiences  have  you  had  in  the  areas  of  decentralization  and 
delegation  of  personnel  management 

authorities  to  the  city  agencies  during  your  tenure  as  D.  C.  Personnel  Director? 
What  did  you  find  to  be  the  positive  and  negative  outcomes  of 
decen  traliza  tion/delega  tion  ? 

One  of  the  major  complaints  made  throughout  the  District  government  has  been 
the  length  of  time  taken  to  process  personnel  actions,  particularly  to  hire  new 
employees.  Eariy  in  my  tenure  as  director,  I  delegated  "direct-line"  authority 
to  a  number  of  agencies,  particularly  those  such  as  the  Department  of  Human 
Services,  with  critical  hard-to-fill  positions.  The  delegation  has  shown  merit, 
and  we  are  considering  expanding  the  direct  hire  authority  once  we  move 
beyond  a  downsizing  posture. 

As  I  settled  into  my  role  as  director  and  became  more  engrossed  in  the 
operations,  I  determined  that  management's  complaints  regarding  the 
processing  of  personnel  actions  were  justified.  Over  the  past  ten  years,  all 
personnel  authority,  including  the  minutia  of  paper  processing  has  been 
centralized  in  the  D.C. Office  of  Personnel  (DCOP).  Actions  initiated  by  a  first- 
line  supervisor  traveled  not  only  through  several  layers  within  an  agency,  then 
other  through  external  offices  such  as  the  City  Administrator,  and  finally 
through  various  offices  within  DCOP.  Interim  measures  were  quickly  adopted 
to  reduce  the  layers  of  review  and  approval;  fiscal  restraints  have  precluded 
total  elimination  of  external  reviews. 

Severe  reductions  in  staff,  through  "eariy-outs"  and  RIFs,  demanded  that  DCOP 
reinvent  our  method  of  operations.  In  our  efforts  to  do  more  with  less  and 
simultaneously  transform  DCOP  from  a  processing  to  a  policy-making  and 
oversight  organization,  we  initiated  a  decentralization  pilot  project  in  February, 
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1993.  Representatives  from  six  District  agencies  were  trained  by  personnel 
experts  in  the  administration  of  corrective  and  adverse  actions,  position 
classification,  and  staffing  and  recruitment. 

To  date,  we  have  seen  positive  results  from  the  project,  particularly  in  the  area 
of  adverse  actions.  Not  only  has  the  effort  served  to  streamline  the  process, 
but  has  empowered  the  respective  agencies  to  fully  manage  their  staff. 
Negative  outcomes  have  not  surfaced  as  yet.  Extensive  training  provided  to 
the  agency  staff,  and  the  personnel  office  providing  oversight  and  monitoring 
functions  should  hold  negative  outcomes  to  a  minimum. 


id  Taking  what  you  see  as  the  pros  and  cons  into  consideration,  please 
explain  whether  you  favor  or  oppose  further  personnel  management  authority 
delegations  from  0PM  to  the  agencies  and  the  reasons  why  you  feel  as  you  do. 
Please  outline  your  views  in  terms  of  specific  program  areas  and  expected 
benefits  to  be  achieved. 

I  generally  favor  decentralizing  and  deregulating.  However,  the  experiences  of 
both  Government  and  private  sector  show  that  there  are  cost  savings  to  be 
achieved  in  some  instances  through  a  centralized  approach.  For  some 
functions,  it  makes  more  sense  to  have  a  central  system  than  a  large  number 
of  separate  systems  designed  by  the  hundred  or  more  Federal  agencies. 

Further  delegation  may  be  warranted  in  the  staffing  area  to  help  agencies 
quickly  identify  and  hire  the  people  they  need  to  get  their  jobs  done. 
Deregulation  is  generally  appropriate  where  the  culture  and  mission 
requirements  of  agencies  are  important  and  they  need  to  custom-design 
systems  that  better  meet  these  unique  requirements.  An  excellent  example  of 
this  is  performance  management.  In  some  areas,  though,  like  benefits  and  base 
pay,  delegation  could  lead  to  harmful  competition  among  agencies.  For 
example,  competing  agencies  might  bid  up  unnecessarily  the  salary  and 
benefits  package  of  an  employee. 

(d)  From  time  to  time,  there  have  been  proposals  to  delegate  most  or  all  of 
0PM'  existing  authorities  and  functions  to  the  agencies,  and  to  abolish  OPM 
altogether  as  a  separate  agency.  What  are  your  views  on  these  proposals  and 
on  what  program  and  policy  considerations  do  you  base  your  views? 

OPM's  key  role  is  to  advise  the  President  on  human  resource  management 
issues,  and  to  ensure  that  the  federai  human  resource  system  is  well-managed. 
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consistent  with  governing  criteria.  To  remove  0PM  from  this  equation  says  this 
advisory  capability  and  source  for  consistent  Administration  themes  and 
direction  is  unnecessary.  Effective  management  of  the  government's  human 
resources  is  its  greatest  investment.  Perhaps  the  manner  in  which  0PM 
approaches  this  function  may  need  some  fine  tuning,  but  a  government,  the 
size  and  intricacy  of  ours,  must  have  some  focal  point  for  managing  its 
workforce. 

Additionally,  we  must  not  lose  sight  of  the  tact  that  one  of  the  critical  roles 
0PM  is  chartered  with  performing  is  to  ensure  that  the  federal  government  does 
not  return  to  a  spoils  system  and  retains  merit  and  equity  in  all  aspects  of 
personnel  management  throughout  government  --  a  principle  which  has  been 
the  underpinning  of  the  civil  service  system  since  its  inception  in  1883.  While 
there  are  different  ways  to  carry  out  this  principle,  it  remains  central  to  Federal 
personnel  policy. 


4.  A  key  objective  of  "reinventing  government"  is  that  of  streamlining  and 
simplifying  t/ie  processes  through  which  the  agencies  of  the  federal  government 
accomplish  their  prescribed  missions.  This  includes  reducing  excessive  or 
unduly  burdensome  regulations  and  decentralizing  or  further  delegating 
managerial  decisionmaking  authority. 

la)  Viev^/ed  from  the  perspective  of  the  federal  government's  human  resource 
management  programs,  do  you  think  this  objective  is  attainable?  If  so,  in  what 
ways  and  to  what  extent? 

Every  federal  program  can  be  improved  and  streamlined  to  function  more 
effectively  with  carerul  planning  and  implementation.  We  must  avoid  creating 
chaos  and  dysfunction  in  our  services  to  the  public  while  improving  the 
process.  My  understanding  is  that  the  necessary  task  of  streamlining  processes 
emanating  from  0PM  has  already  begun.  0PM  is  taking  a  hard  look  at  the  legal 
and  regulatory  framework  upon  which  the  personnel  system  is  built,  to  see 
what  is  necessary  and  what  can  be  eliminated  or  modified  to  allow  more  local 
decisionmaking.  As  a  member  of  the  Administration's  team  I  would  view  my 
mandate  to  work  to  ensure  the  success  of  such  an  initiative. 


(b)  What  factors  do  you  see  as  impediments  to  the  accomplishment  of  this 
objective?  In  what  ways  do  you  think  these  impediments  can  be  successfully 
overcome? 
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Reinvention  of  a  government  of  this  magnitude  and  complexity  is  a  tall  order, 
requiring  massive  change.  Any  change  of  this  magnitude  is  difficult.  Not  only 
must  the  laws,  regulations,  processes  and  procedures  change  --  there  are 
ingrained  habits  and  approaches  entrenched  in  the  employees  that  will  need  to 
be  changed.  I  am  told  that  this  is  true  in  the  agencies  themselves  as  well  as 
at  0PM.  Some  agencies  most  difficult  task  will  be  stripping  away  the  layers 
of  bureaucracy  and  regulation  which  they  have  imposed  on  themselves,  over 
and  above  the  base  0PM  requirements. 

As  with  any  major  change,  the  key  is  leadership.  Both  0PM  and  agency 
management  have  a  vital  role  to  play  in  first  removing  what  is  cumbersome  and 
unnecessary  in  the  current  system,  and  then  establishing  a  new  model  for 
personnel  management. 


ic)  What  steps  do  you  think  agencies  (and  0PM)  should  prudently  take  to 
ensure  that  adequate  managerial  oversight  and  accountability  remain  as 
governmental  streamlining  and  simplification  move  forward? 

Deregulation  will  complicate  the  task  of  holding  agencies  accountable  but  will 
make  it  all  the  more  necessary.  0PM  must  play  a  major  role  in  concert  with  the 
agencies  to  devise  methods  for  holding  all  employees  and  managers 
accountable. 

I  would  assume  OPM's  approach  would  be  one  that  could  be  employed 
universally  and  would  focus  on:  (1)  setting  forth  clear  expectations  about  what 
agencies  and  their  managers  should  achieve  through  their  human  resources 
program  --  with  emphasis  on  outcomes,  not  processes;  (2)  identifying  and 
developing  measures  by  which  success  or  failure  in  meeting  expectations  can 
be  assessed;  (3)  creating  an  environment  that  detects  and  corrects  errors  and 
shoncomings;  and  (4)  ensuring  that  whatever  accountability  system  is  utilized 
maintains  a  fair  and  effective  merit  system. 


As  the  federal  government  downsizes  in  response  to  the  President's  directive 
that  the  civilian  workforce  be  reduced,  and  as  the  Department  of  Defense 
continues  its  base  closings,  and  force  reductions,  a  variety  of  human  resource 
management  problems  will  need  to  be  tackled.  The  Committee  is  particularly 
interested  in  your  perspectives  on  this  subject  in  light  of  the  downsizing 
activities  that  have  been  taking  place  in  the  D.  C.  Government  since  the  current 
city  administration  came  into  office. 
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(al  What  role  and  responsibilities  has  the  D.  C.  Office  of  Personnel  assumed 
with  respect  to  the  planning  and  execution  of  the  city's  workforce  reduction 
activities?    What  rolelsl  have  you  personally  played? 

On  behalf  of  the  Mayor,  the  D.C.  Office  of  Personnel  planned  a  comprehensive 
downsizing  program,  of  which  the  actual  RIF  process  was  one  part.  All 
avenues  were  explored  to  make  the  actual  RIF  process  a  matter  of  last  resort 
while  making  the  necessary  cuts  to  reduce  the  size  of  the  workforce.  We 
planned  and  implemented  "early  out"  offerings,  including  one  with  a  lump  sum 
bonus  incentive,  which  I  personally  designed,  to  encourage  employees  who 
were  already  eligible  to  retire  or  close  to  eligibility  to  leave  the  rolls. 

With  respect  to  the  actual  execution  of  the  workforce  reduction  activities,  the 
DCOP,  under  my  direction,  facilitated  this  process  by  first  cleaning  up  the 
personnel  files  and  ensuring  that  position  descriptions  and  position  control 
numbers  were  current  and  accurate.  Certifications  were  made  that  position 
descriptions  had  been  reviewed  and  approved  by  management  within  the  last 
three  years;  absent  the  certification,  new  position  descriptions  were  generated. 
These  "clean  up"  efforts  were  particularly  crucial  to  ensure  fairness  and  equity 
in  the  RIF  process.  As  is  the  case  in  the  federal  government,  assignment  rights 
are  determined  according  to  a  number  of  variables  including  length  of  service 
and  veteran's  preference.  Inaccurate  information  in  the  personnel  files  could 
result  in  erroneous  separations  or  reassignments. 

The  DCOP  prepared  and  presented  extensive  training  sessions  for  a  number  of 
parties  involved  in  the  RIF.  We  developed  a  training  manual  and  RIF  handbook 
which  explained  the  process  step  by  step.  The  first  to  be  trained  were  DCOP 
staff  who  would  ultimately  be  responsible  for  conducting  the  RIF.  We,  then, 
trained  the  agency  mangers  who  were  responsible  for  identifying  positions  to 
be  abolished  and  would  have  to  operate  in  the  aftermath  of  the  reductions. 

We  provided  extensive  briefings  for  the  legislative  branch  as  well  as  the  general 
workforce  and  public.  I,  personally,  testified  before  the  Council  of  the  District 
of  Columbia,  responding  to  detailed  inquiries.  We  held  press  conferences: 
again,  at  which  I  personally  responded  to  intensive  inquiries. 

(b)  Please  outline  the  various  human  resource  management  problems  that 
became  evident  to  you  as  efforts  to  plan  and  carry  out  these  workforce 
reductions  proceeded.  What  was  done  by  your  office  to  address  each  of  these 
problems,  and  how  successful  were  these  resolution  efforts?  With  the  benefit 
of  hindsight,  what  might  have  been  done  differently  to  mitigate  or  wholly  avoid 
these  problems? 
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In  planning  to  reduce,  we  identified  the  absence  of  routine  tracking  systems 
that  would  readily  provide  profiles  of  the  District's  workforce.  Such 
information  is  vital  to  ensure  minimal  impact  on  service  to  the  public  while 
reducing  staff.  In  the  short  term,  my  office  worked  closely  with  other  members 
of  the  executive  office  to  gather  the  necessary  information  and  made  the 
necessary  assessments.  Subsequently,  we  sought  and  secured  the  necessary 
funding  to  fully  automate  personnel  information. 

Similarly,  we  identified  the  need  to  improve  position  management  and  control 
within  the  District.  The  D.C.  Office  of  Personnel  has  been  working  with  various 
staff  subordinate  to  the  Chief  Financial  Officer  to  rectify  this  situation. 
Positions  in  the  agencies  under  the  Mayors  personnel  authority  are  now 
directly  linked  to  the  respective  budgets.  With  regard  to  what  might  have  been 
done  differently,  considerable  effort  must  be  made  to  ensure  that  managers  are 
fully  trained  in  the  RIF  process. 

Neither  of  the  above  described  problems  should  be  presented  in  the  federal 
government.  In  the  areas  of  recordkeeping  and  automation,  the  federal 
government,  and  0PM  in  particular,  are  light  years  ahead  of  the  District. 


(cj  How  similar  do  you  think  The  human  resource  management  problems  that 
federal  agencies  are  likely  to  face  will  be  to  those  faced  by  the  D.C. 
Government?  Has  the  D.C.  Government  formulated  solutions  to  its  workforce 
problems  that  may  have  application  to  the  federal  government  as  well? 

The  one  problem  shared  by  the  District  and  federal  government  is  the  disruption 
of  the  workforce  resulting  from  dated  regulations  which  provide  for  multiple 
rounds  of  competition  among  employees  to  retain  their  jobs.  Unlike  the  private 
sector,  our  government  managers  have  little  control  over  the  impact  of 
necessary  cuts.  Rather,  the  devastation  of  a  reduction  in  force  must  be  felt 
throughout  an  entire  agency  as  displaced  employees  "bump"  and  "retreat"  into 
numerous  positions  throughout  the  agency. 


(d)  What  role  do  you  think  0PM  should  play  in  addressing  each  of  the  problem 
areas  that  you  identified  above? 

Should  the  federal  government  determine  that  a  RIF  is  necessary,  it,  too,  will 
be  faced  with  the  challenge  of  enabling  its  managers  to  control  the  disruption 
caused  by  a  full-blown  RIF.  It  would  be  incumbent  upon  0PM  to  lead  any 
efforts,  regulatory   or  otherwise,  in  improving  or  re-inventing  the  RIF  process. 


71-240  -  93 
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The  District's  experience  with  the  modified  RIF  should  prove  to  be  an  excellent 
case  study  to  begin  the  deliberations. 


6.  The  CommiTtee  is  aware  from  published  reports  that,  upon  assuming  office  in 

January  1997,  the  Ke//y  Administration  inherited  a  whole  host  of  personnel  and 
human  resource  management  system  problems  and  deficiencies.  Among  the 
more  serious  problems  reportedly  found  were  large  number  of  lost  or 
incomplete  employee  personnel  records,  missing  or  long-outdated  performance 
appraisals,  and  a  posit/on  management  system  lacking  in  effective  controls  or 
accountability. 

For  each  key  problem  area  found  to  exist,  please  describe  in  narrative  form:  (I) 
How  the  problem  areas  were  identified;  (2)  what  the  Office  of  Personnel  did 
to  address  each  problem  area:  (3)  what  role  you  personally  played;  and  (4) 
what  results  (favorable  or  otherwisel  were  achieved.  Please  also  describe  the 
current  state  of  each  key  problem  area. 

Identification  of  Problem  Areas 

In  December,  1990,  the  Mayor-elect  retained  the  U.S.  Office  of  Personnel 
Management  (OPM)  to  conduct  an  overview  assessment  of  the  District's 
personnel  system.  The  report  submined  following  the  three-week  review 
addressed  primarily  three  areas:  (1)  employee  records  and  their  maintenance: 
(2)  agency  information  systems  and  the  extent  to  which  they  facilitate 
management-initiated  personnel  actions;  (3)  the  structure  of  the  personnel 
system  and  its  ability  to  support  management's  objectives  and  directions. 

DCOP  Addresses  Each  Problem  * 

( 1 )  Employee  records.  Upon  receipt  of  the  report  DCOP  immediately  developed 
a  District  Personnel  Manual  (DPM)  Bulletin  which  outlines  an  Interna!  Audit 
Checklist  for  the  official  personnel  folder  (OPF).  The  DPM  Bulletin  and  the 
checklist  provide  a  step-by-step  guide  for  DCOP  staff  to  ensure  uniformity  in 
filing  and  maintaining  the  OPFs. 

A  special  strike  force  was  assembled  to  conduct  an  inventory  to  ensure  that 
each  employee  under  the  Mayor's  personnel  authority  possessed  an  official 
personnel  folder.  In  the  rare  instance  when  a  folder  was  not  available,  the 
record  was  reconstructed  and  a  folder  developed.  In  addition,  all  official 
personnel  folders  were  purged  of  outdated  or  inappropriate  information  and  this 
information  was  returned  to  the  employee. 
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Special  arrangements  were  made  with  the  Archivist  of  the  United  States  to 
have  District  government  employee  service  records  processed  expeditiously  at 
the  Federal  Records  Center.  With  the  assistance  of  this  expedited  process,  all 
of  the  personnel  folders  have  been  reviewed  to  ensure  each  contains  accurate 
documents  relating  to  the  employee's  service  with  the  District  or  Federal 
government.  In  addition,  verification  of  each  employee's  service  computation 
dates  was  requested  on  the  employee's  payroll  stub  in  July  and  August,  1991, 
and  again  in  March  and  April,  1992. 

Finally,  all  DCOP  staff  responsible  for  maintaining  OPFs  underwent  intensive 
training  to  ensure  all  employee  records  are  today  properly  maintained  with  all 
necessary  documents  appropriately  filed. 

DCOP  identified  each  employee  with  a  missing  or  outdated  performance 
appraisal  an  advised  the  respective  management.  We  prepared  a  Mayor's 
Memorandum  which  was  sent  to  each  agency  head  with  specific  time-frames 
and  instructions  for  submitting  delinquent  and  updated  performance  appraisals. 
This  Mayor's  Memorandum  further  provides  that  the  City  Administrator  will 
evaluate  each  agency  head  on  their  conformance  with  the  District  government's 
performance  evaluation  requirements. 

(2)  Information  Systems.  Funding  was  requested  and  subsequently  approved 
in  the  Budget  for  DCOP  technology  enhancements  in  fiscal  years  1 993  through 
1 995.  The  DCOP  has  made  great  strides  in  acquiring  an  automated  information 
system  which  will  track  employee  profiles,  organizational  staffing  patterns, 
historical  employee  data,  such  as  the  number  of  accessions,  separations,  merit 
pay  increases,  overdue  performance  appraisals,  etc.  A  vendor  has  been  se- 
lected and  the  Department  of  Administrative  Services  has  finalized  contractual 
arrangements  to  implement  a  DCOP  personnel  data  query  system  and  a 
document  management  imaging  system  which  will  later  interface  with  a  new 
government  personnel/payroll  system  inclusive  of  personnel  management  and 
position  control. 

In  addition,  the  D.C.  Office  of  Personnel  is  working  with  the  Office  of  Financial 
Management  to  implement  an  on-line  integrated  personnel/payroll  system.  This 
personnel/payroll  process  will  provide  automated  information  for  position 
management  and  produce  data  for  analysis  of  manpower,  position  classi- 
fication, staffing  patterns,  appropriation  accounting,  labor  costs  and  other 
personnel  payroll-related  functions. 

(3)  Structure  of  Personnel  System.  In  addition  to  the  recommendations  of  the 
0PM    task    force,    I    had    made    a    determination    that    the    DCOP    should    be 


28 


Lorraine  A.  Green 
Pre-Hearing  Questions 
Page  18 

restructured  to  maximize  our  efficiency.  Due  to  activities  designed  to  resize 
this  agency,  the  four  servicing  personnel  offices  (SPOs)  at  eight  different 
locations  were  restructured  an  consolidated  into  two  SPOs  at  four  locations  to 
decrease  the  fragmentation  and  overhead  while  ensuring  adequate  staff  is 
available  to  provide  personnel  services  that  are  customer  service  and 
management  advisory  oriented.  This  restructuring  was  also  recommended  by 
the  Riviin  Commission. 

In  addition  to  the  physical  restructuring  of  DCOP  offices,  this  agency  has 
redefined  its  mission  statement,  programmatic  goals,  and  performance 
measures  to  ensure  that  Mayor  Kelly's  initiatives  are  carried  out  and  that  the 
District's  personnel  system  is  structured  to  provide  a  total  human  resource 
management  program  which  supports  management's  objectives  and  directions. 

To  correct  the  ineffective  controls  and  the  lack  of  accountability  in  our  position 
management  system,  we  initiated  a  joint  effort  between  DCOP  and  the  Office 
of  Budget.  This  program  will  la)  ensure  budgetary  control  of  all  personnel 
actions;  lb)  monitor  the  deployment  of  the  workforce  and  increase  employee 
productivity  through  the  cost-effective  utilization  of  human  resources  and 
skills';  (c)  assist  agency  managers  in  organizing  in  a  manner  that  will  make  the 
optimum  use  of  available  staffing  and  budgetary  resources;  and  Id)  establish 
a  system  for  continuously  monitoring,  evaluating  and  updating,  as  necessary, 
the  position  management  program. 


Director's  Personal  Role 

Overall,  I  gave  staff  direction  and  support  to  develop  and  implement  the 
necessary  plans  and  procedures  to  ensure  that  all  of  the  Office  of  Personnel 
Management's  recommendations  and  concerns  were  appropriately  addressed. 
Also,  I  personally  presented  testimony  to  the  Council  of  the  District  of  Columbia 
as  well  as  the  House  Appropriations  Committee  on  our  plans  and  progress  to 
correct  these  deficiencies. 

Results  Achieved 

The  DCOP  has  addressed  and/or  corrected  each  area  of  the  personnel  system 
which  was  cited  by  0PM. 

la)        Employee  records  have  been  cleaned  and  purged 
and  are  currently  being  properly  maintained. 
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(b)  Appropriate  information  systems  are  being  put 
in  place  with  the  development  of  the  integrated 
personnel/payroll  system,  the  personnel  data 
query  system,  and  the  document-imaging  system. 

(c)  The  personnel  system  has  been  restructured  to 
provide  maximum  support  to  management  and 
quality  personnel  services  to  citizens  and 
District  employees. 


Current  State  of  Each  Key  Problem  Area 

As  noted  above  (1)  Employee  records  are  being  properly  maintained  and 
periodic  audits  on  this  process  are  being  conducted.  (2)  Appropriate 
information  systems  are  being  developed.  A  contract  was  signed  in  May,  1993 
for  the  development  of  a  personnel  data  query  and  document  imaging  system. 
The  contractor  is  currently  conducting  the  requirements  analysis  for  three 
systems.  The  D.C.  Office  of  Personnel  is  also  currently  working  with  the 
Payroll  Office  to  review  some  of  the  top  notch  existing  integrated  person- 
nel/payroll systems.  To  date,  this  team  has  seen  the  on-line  operations  at  the 
Federal  Bureau  of  Investigations,  the  National  Finance  Center,  and  the  Defense 
Logistics  Agency.  An  outside  contractor  is  coordinating  this  effort  as  part  of 
the  requirements  analyses  for  a  District  government  integrated  personnel/payroll 
system.  (3)  The  D.C.  Office  of  Personnel  was  restructured  to  maximize  the 
support  of  management's  objectives  and  directions.  Currently,  this  agency  is 
implementing  a  decentralization  pilot  program.  This  will  enable  management 
to  provide  internal  personnel  processing  functions  for  their  employees  with 
increased  efficiently  and  thus  accelerate  the  processing  of  personnel  actions. 
I  am  moving  toward  a  generalist  concept  for  the  DCOP  by  which  each 
personnelist  will  be  trained  to  perform  staffing,  classification,  and  employee 
relations  functions.  This  will  maximize  utilization  of  a  reduced  DCOP  staff  and 
ensure  continued  quality  support  of  management's  objectives  and  directions. 


The  Committee  is  interested  in  reviewing  statistical  data  documenting  the 
degree  of  success  with  which  the  D.C.  Office  of  Personnel  has  implemented 
workforce  reductions  within  agencies  under  its  control  during  your  tenure  as 
Personnel  Director. 

Except  as  otherwise  noted,  please  provide  the  following  information  for 
calendar  years  139 1,  1992  and  for  calendar  year  1993  through  April  30  broken 
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down  by  (a)  each  major  city  agency  serviced  by  the  D.C.  Office  of  Personnel 
and  Ibj  each  broad  occupational  category  (e.g.,  police  officers,  clerical/support 
staff,  administrative/managerial,  trades  and  crafts,  etc. I.  Wherever  possible, 
exclude  data  on  personnel  and  positions  wholly  funded  by  the  federal  govern- 
ment or  other  non-D.  C.  Government  source. 

Please  provide  an  explanation  in  any  instances  where  the  data  requested  cannot 
be  made  available.  Please  also  feel  free  to  provide  any  supplemental  or 
explanatory  information  that  you  feel  would  be  helpful  to  the  Committee's 
understanding  of  the  data. 


In  reporting  on  statistical  comparisons  over  the  time  the  mayor  has  been  in 
office  it  is  imponant  to  note  that  at  the  time  she  assumed  office  in  January 
1991  there  were  no  management  systems  in  place  that  tracked  the  numbers 
and  types  of  personnel.  All  persons  hired  were  placed  in  positions  that  had 
been  reviewed  and  confirmed  to  have  been  approved  by  the  budget  and  were 
paid  through  the  automated  payroll  system  based  upon  positive  anendance 
reports.  However  these  were  not  all  automated  reports  and  therefore  the  only 
district  wide  information  available  was  either  that  limited  information  produced 
by  the  payroll  system  (such  as  headcount  reports)  on  hand  counted  reports 
that,  by  there  nature  were  not  replicable. 

The  District  is  moving  toward  acquisition  of  a  fully  automated  personnel  and 
payroll  system  that  will  allow  us  to  function  more  efficiently  and  provide  the 
type  of  management  information  we  all  need.  As  an  interim  step  we  have  linked 
the  automated  payroll  and  budget  systems  together  through  the  use  of  a 
common  identifier  for  each  position  that  allows  us  to  produce  information  such 
as  vacant  authorized  positions.  With  theunderstanding  of  the  limitations  on 
our  ability  to  provide  historical  information  the  following  answers  to  issues 
raised  in  question  7  have  been  prepared. 

•  The  number  of  non-temporary,  non-term  employees  on  the  rolls  as  of 

January  1,  1991  and  April  30,  1993. 

The  attached  table.  Continuing  Full  Time  On  Board  Staff, 
shows  the  agency  by  agency  count  for  the  periods  asked. 
This  information  is  taken  from  the  payroll  records  and 
records  those  persons  working  in  full  time  positions  (all 
funds).  The  Table  shows  the  totals  for  Agencies  under  the 
Mayor,  the  total  for  independent  agencies  and  the  District 
total  of  46,775  in  January  1991  versus  45,748  in  April  of 
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1993.  As  can  be  seen  from  this  chart  agencies  not  under 
the  Mayor's  authority  have  increased  by  137  while  those 
under  the  iVIayor's  authority  have  decreased  by  1 164. 

The  number  of  vacant  funded  positions  existing  as  of  (1)  January  1, 
1991  and  (2)  April  30.  1993. 

As  stated  earlier  the  absence  of  any  unified  system 
available  to  this  administration  when  it  came  into  office,  the 
lack  of  a  systematic  connection  between  the  budget  and 
personnel  systems,  and  the  existence  in  the  budget  of  so- 
called  "unfunded"  positions  makes  it  impossible  to  give  an 
accurate  count  of  the  vacant  funded  positions  as  of 
January,  1991.  In  the  FY  1993  budget  the  administration 
eliminated  all  "unfunded"  positions  and  in  Preparation  of 
the  FY  1994  budget  we  developed  a  common  reference 
number  between  positions  authorized  in  the  budget  and 
positions  in  the  personnel  system.  This  allows  us  for  the 
first  time  to  give  an  accurate,  repiicable  (non  hand  count) 
listing  of  existing  vacancies,  the  attached  chart  of 
Appropriated  Full  Time  Vacant  Positions  shows  the  count 
as  of  March  1993  (we  do  not  have  any  later  data)  for  each 
agency  in  the  District  that  had  a  vacancy  at  that  time. 

The  number  of  employees  who  were  eligible  to  accept  the  special 
liberalized  retirement  and  lump-sum  cash  incentives  to  retire,  and  the 
number  of  employees  who  actually  accepted  the  special  incentives  and 
retired. 

Four  thousand  three  hundred  ninety-three  (4,393) 
employees  were  eligible  to  accept  retirement  incentives  in 
1991. 

Nine  hundred  sixteen  (916)  employees  actually  received 
special  retirement  incentives.  Of  the  916  employees  who 
received  the  retirement  incentive;  431  were  eariy-out  re- 
tirements and  485  were  regular  retirements. 


The  number  of  employees  who  accepted  special  lump-sum  cash 
incentives  to  leave  city  government  employment  but  who  were  not  then 
eligible  to  retire. 
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All  employees  who  accepted  special  cash  incentives  were 
eligible  to  retire. 


The  number  of  non-temporary,  non-term  hires  made  (or  imminent)  to  fill 
the  vacant  jobs  of  those  who  retired  or  left. 

The  D.  C.  Office  of  Personnel  does  not  at  this  time  have 
the  automated  capability  needed  to  provide  this  data. 
However,  Ellen  O'Connor,  the  Chief  Financial  Officer  for  the 
District  of  Columbia  government,  testified  before  the 
Council  of  the  District  of  Columbia  on  this  maner  and 
stated  that  no  more  than  50  percent  of  the  vacant  jobs 
would  be  filled.  She  also  stated  that  hiring  would  only 
occur  for  critical  and  hard-to-fill  positions,  e.g.,  nurses, 
social  workers,  etc. 


The  number  of  authorized  positions  that  were  permanently  abolished 
(i.e..  that  will  not  be  filled  again),  and  the  number  of  positions  that  have 
been  newly-created. 

The  District  does  not  have  any  summary  data  that  will 
answer  this  question.  That  is  we  do  not  at  this  time  keep 
records  by  the  numbers  of  positions  abolished  and  the 
numbers  added,  what  we  do  have  is  the  net  effect  of  the 
adding  and  subtracting  of  positions/FTEs  in  the  annual 
budgets.  The  attached  table  of  District  budget 
Positions/FTEs  show  the  change  in  authorization  from  1 990 
to  1994.  the  significant  drop  between  FY  1992  and  FY 
1993  reflects  the  elimination  of  all  "unfunded"  positions, 
this  change  assured  that  persons  could  not  be  appointed  to 
positions  for  which  there  was  no  funding  available. 

The  number  of  involuntary  separations  directly  attributable  to  downsizing 
activities  (other  than  the  expiration  or  termination  of  temporary/term 
appointments),  broken  down  by  the  administrative  processes  used  to 
separate  the  employees  (e.g..  RIF.  position  abolishment,  etc.). 

1990  =  637  involuntary  separations  by  RIF 

1991  =  30  involuntary  separations  by  RIF 
1993    =       1226  involuntary  separations  by  RIF 
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•  The   number  of  employee   appeals,   orievances.   unfair  labor  practice 

complaints,  and  discrimination  complaints  filed  concerning  separations 
and  downsizing  activities  of  the  Office  of  Personnel  that  were — 

(1)        Twenty-seven  (27)  appeals  were  rejected  for  procedural  error, 
purview,  timeliness,  or  failure  to  prosecute: 

Fiscal  Year  1991 

Deputy  Mayor  for  Economic  Development  =  1 

Department  of  Consumer  &  Regulatory  Affairs  =  2 

Department  of  Public  Works  =  9 

Department  of  Human  Services  =  4 

Department  of  Personnel  =  1 

Department  of  Public  and  Assisted  Housing  =  1 

Fiscal  Year  1992: 

Dept.  of  Housing  and  Community  Development  =  5 

Department  of  Public  and  Assisted  Housing  =  2 

Department  of  Public  Works  =  1 

Department  of  Human  Services  =  1 

(2)        One  (1)  appeal  was  settled  in  advance  of  or  during  adjudication. 

Fiscal  Year  1991: 

Department  of  Human  Services  =       1 

Fiscal  Year  1992: 

None 
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(3)  Eight  (8)  appeals  were  adjudicated  through  the  administrative  process, 
where  the  employee  prevailed  in  whole  or  in  significant  part  for  the  reasons 
listed  below. 

Fiscal  Year  1991 

Department  of  Human  Services  =       4 

Department  of  Public  Works  =       3 

Department  of  Energy  =       1 

Reasons  employees  prevailed: 

Agency      failed      to      properly      construct 
competitive  levels 

Agency  representative  failed  to  move  critical 
documents  into  evidence; 

Agency  failed  to  follow  regulations  regarding 
outplacement  programs; 

Agency  failed  to  properly  construct  retention 
registers; 

Agency  failed  to  properly  counsel  an  employee 
regarding  eligibility  for  retirement. 


Fiscal  Year  1992: 
None 


(4)        Thirty  appeals  are  still  pending  as  of  the  date  of  this  response. 

Fiscal  Year  1991: 
Twenty-one  (21)  appeals 
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Fiscal  Year  1992: 
Nine  (9)  appeals 

The  above  statistics  relate  only  to  FY  '91  and  FY  '92.  Data  is  not  yet  available 
for  FY  '93,  as  the  RIF  is  on-going. 

Also,  it  is  important  to  share  with  the  Committee  that  five  law  suits  (involving 
20  appellants)  were  filed  in  District  Court.  Four  of  the  cases,  three  involving 
challenges  to  the  constitutionality  of  D.C.  Law  9-47  and  one  alleging  discrim- 
ination, were  resolved  in  the  District's  favor.  We  have  prevailed  against  all 
challenges  to  the  downsizing  statute  and  program.  Not  one  individual  plaintiff 
has  successfully  challenged  his  or  her  separation  through  court  litigation.  We 
anticipate  that  the  one  pending  action,  alleging  that  the  employee  was  a  victim 
of  discrimination,  will  be  decided  in  the  District's  favor. 

As  demonstrated  by  the  favorable  disposal  of  challenges  in  the  various  forums, 
the  modified  reduction-in-force  regulations  were  applied  in  a  fair  and  just 
manner  and  accurate  actions  effected;  no  harmful  errors  can  be  attributed  to 
the  overall  process. 
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TABLES     RELATING     TO     QUESTIONS? 
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Contmumo  f-v*'  Timr  <rr-n  On  board  St»f( 

Aoanev 

Jan  1991  April  1993 

Aganey 

Jan  iggiApnl  1993 

A0«ncMS  Under  Mayor  •  Authonty 

Indapanrtant  Agmnam* 

1  Mayor 

38 

31 

Council 

171 

171 

1  Inspector  Gerteral 

25 

19 

DC  Audrtor 

15 

131 

DMOp/CitY  Admin. 

37 

46 

Pub  Emp  RItn  Brd 

5 

4, 

Contract  Appeals  Board 

6 

7 

Emptoyae  Appeals 

22 

21  1 

Adminisuative  Service 

446 

389 

Elections  and  Ethics 

36 

35  1 

Dep.  Mayor  for  Finance 

A 

3 

Retifemem  Board. 

13 

12 

Secretary 

42 

46 

Public  Service  Comm 

79 

81 

Communications 

8 

7 

Peoples  Counsel 

31 

34! 

1  Budget  Office 

55 

52 

Parole  Board 

86 

104i 

i  Personnel 

327 

288 

bud.Dic&Tenure 

2 

21 

I  Finacial  Management 

276 

268 

Supenor  Court 

1,257 

1,247: 

1  Interoovemmental  Rela 

42  . 

34 

Pramal  Services 

79 

801 

1  Grants  Managemem 

19 

11 

National  Guard 

30 

37' 

1  Finance  &  Revenue 

529 

467 

Court  of  Appeals 

84 

86! 

'  Campaign  Finance 

24 

19 

Court  System 

~     95 

93 

;  Planning 

59 

40 

Public  Library 

435 

427 

'•  Office  0^  Zoning 

0 

11 

Public  Schools 

11.461 

11.475  ! 

,  Employment  Services 

841 

803 

UDC 

1,332 

1,238  1 

':  Consumer  &  Reg.  Affair 

736 

662 

D  C  Law  School 

69 

53. 

i  Eaualization  &  Review 

1 

1 

l-OTtery  &  Cchanty  Games  6 

127 

1221 

'  Housing  &  Communrry  De 

286 

207 

D.C.  General  Hospital 

2,240 

2.485  1 

1  ADpeals&Review 

1 

2 

D.C.  Armory  Board 

73 

59' 

!  Dep.  Mayor  Econ  Devlop 

25 

24 

rrotal.  independent  Agenoes 

17.742 

17.879' 

1  Business  &  Econ  Oevelo 

64 

4 

53 
6 

1 

International  Busir>ess 

rrotal,  Diatnc  of  Columfaa 

46.775 

45.748 

Public  &  Asstd  Housing 

797 

830 

1 

Office  Emerg  Prepdnss 

64 

61 

1  Corporation  Counsel 

250 

309 

Police  Depertmem 

5,591 

4,979 

i  Fire  Department 

1,682 

1,868 

'  Civin  Cmpint  Rvw  Bd 

14 

22 

1 

Corrections 

3,751 

4,331 

i 
1 

CorrectiorMi  Industrie 

43 

44 

i 

Arts&  Humanities 

19 

15 

! 
1 

Ed   Licensure  Commissi 

10 

6 

i 

Office  on  Aging 

33 

31 

Latino  Affairs 

12 

n 

i 

Comm.for  Women 

8 

6 

• 

1 

Recreation 

644 

602 

Humn  Rghts  &  Mm  Busin 

66 

51 

Human  Services 

8,149 

7,652 

DC  Energy  Office 

51 

38 

Public  Works 

2,491 

2.259 

Taxi  Commission 

31 

32 

Downsizing  Exprtse 

0 

4  1 

Office  of  Cable  Television 

14 

21  1 

Department  of  Public  Wor 

T,418 

1.191 

total,  mayor  t  Auttienty 

29.033 

27.869 
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AnoTOpofd  Full  Tim>  P«>»ttieni  V«e»m  »%  of  March  1993 


Agency 


:  Office  o<  The  Mayor 

I  Office  o<  the  Distnct  of  Columbia  Auditor 

I  Office  of  the  Inspector  General 

I  Office  of  the  City  Admimstrator/DeDutv  Mayor  for  Operatic 

I  Departmem  of  Administrative  Services 

Office  of  the  Secretary 

Office  of  Communications 

Office  of  the  Budget 

Office  of  Plannino 
I  D.C.  Office  of  Personnel 
j  Office  of  Financial  Management 
I  Office  of  Zoning 
I  Office  of  Emergency  Preparedrtess 

Office  of  Intergovernmental  Relatiorts 
•  Commission  on  the  Arts  and  Humanities 

Office  on  Latino  Affairs 

Departmem  of  Finance  and  Revenue 

Office  of  the  Corporation  Courtsel 

District  of  Columbia  Public  Library 

Departmem  of  Employment  Services 

Office  of  Employee  Appeals 

Department  of  Consumer  and  Regulatory  Affairs' 

Office  of  Cable  Television 

Office  of  Housing  and  Communrry  Developmem 

Board  of  Parole 

Public  Service  Commission 

Board  of  Elections  and  Ethics 

D.C.  Commission  for  Women 

District  of  Columbia  Retirement  Board 

Office  of  the  Deputy  Mayor  for  Economic  Developmem 

Metropolitan  Police  Department 

Fire  and  Emergency  Medical  Services  Department 

Supenor  Court  of  the  District  of  Columbia/MAYOR 

Pretnal  Services  Agency 

Civilian  Complaim  Review  Board 

Departmem  of  Correctiorts 

District  of  Columbia  Coun  of  Appeals/AGENCY 

Distnct  of  Columbia  Coun  System/MAYOR 

Education  Licensure  Commission 

Departmem  of  Recreation  and  Parks 

Office  of  Human  Rights 

Depanmem  of  Human  Services 

Distnct  of  Columbia  General  Hospital  Commission 

Departmem  of  Public  Works 

Water  and  Sewer  Utility  Administration 

Departmem  of  Public  and  Assisted  Housing  (DPAH) 

DC.    Taxicab  Commission  


Vacwn 
Posrtiont 

2| 
21 
4i 
li 

161 
4i 
3 
2 
4 
8: 

16! 
1 
0 
4 
1 
1 

lOi 
181 
441 

1| 
47  i 

21 

oj 

21 
21 
33 

21 

21 

2l 

1,051  ! 

1041 

901 

1  ! 

1  I 

1301 

1  I 

461 

I 

21 

201 

4  I 

376  1 

56  1 

105  1 

212  1 

0; 

1  • 


TOTAL 


2.S04 
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District  BuOgeted  Posroont/FTEs  FY  1990-FY1994 


AGENCY FY  1990FY  T991  FY  199?Fv  1993  FY  1993RFY  1994Diff 

Mayor  37  37  32  32  32  32  5 

.  Executive  Secertarv  47  46  51  51  51  51-4 

I  Inspector  General  29  27  27  25  18  18  11 

I  Communications  9  9  9  9  9  9  0 

Intergovernmental  Relations  56  55  46  46  46  46  10 

CitY  Administrator  46  45  39  44  43  43  3 

I  Personnel  393  371  349  323  308  297  96 

I  Administrative  Services  682  673  542  503  503  453  229 

i  Contract  Appeals  Board  7  7  7  7  7  7  0 

j  DeputY  Mayor  for  Finance  5  5  5  5  5  5  0 

;  Office  of  the  Budget  .74  72  67  61  58  58  16 

I  Financial  Management  314  307  300  300  300  300  1 5 

i  Finance  and  Revenue  580  699  668  551     _      541  513  67 

Campain  Finance  25  24  23  23  23  23  2 

Grants  Management  26  28  25  7  13  12  14 

Dep.  Mayor  for  Economic  Devel  29  30  30  21  21  22  7 

Tourism  &  Promotion  0  0  0  0  0  5-5 

Banking  &  Financial  Institutions  0  0  0  8  8  8-8 

Planning  and  Development  70  68  51  44  42  42  28 

:  Zoning  0  0  12  12  12  12-12 

i  Housing  and  Community  Develo  410  407  396  269  247  243  1 67 

Public  Assisted  Housing  1,148  1,034  1.036  729  1 ,072  1 ,050  98 

Employment  Services  1,149  1,152  1,040  910  944  961  188 

Business  and  Economic  Develop  81  82  82  63  63  0  81 

international  Business  7  6  6  5  4  0  7 

Housing  Finance  Agency  26  26  26  0  0  0  26 

i  Board  of  appeals  2  2  2  2  2  2  0 

Board  of  Equalization  &  Reveiw  3  3  3  5  4  5-2 

Consumer  and  regulatory  Affairs  951  903  873  720  684  709  242 

Police  6.420  6.431  6,431  5.898  5,897  5,448  972 

Fire  2,047  2,045  2,045  2,021  2,021  1,821  226 

Corporation  Counsel  313  301  319  319  333  350  -37 

Corrections  4,088  4,146.  4.455  4,404  4,404  4,164  -76; 

Emergency  Prepardeness  74  73  68  65  65  59  16i 

Civilian  Complain:  Review  Bd  19  16  17  24  24  24  -5  ■ 

Correctional    Industnes  0  0  0  63  63  63  -63 

Educational  Licensure  Commissi  11  11  11  11  7  7  4  > 

Aas  &  Humanities  20  18  19  13  20  20  01 

Human  Services  9,958  9.931  8,703  8.242  8,972  8,392  1566 

Recreation  1.259  1,610  1,483  1,020  1,104  825  434 

Aging  44  43  40  21  33  33  11  i 

Human  Rights  &  Minority  Busine  77  75  65  65  55  53  24: 

Latino  Affairs  16  16  12  13  13  13  31 

Commission  for  Women  8  8  8  8  8  8  0. 

Energy  office  57  51  41  40  39  39  18 

Public  Works  3,038  3,417  3,316  2.728  2,447  2.471  567 

Taxicab  Commission  42  38  33  33  33  33  9 

WASUA  1.779  1779  1579  1.670  1.674  1,731  48 


Total-Agencies  Under  the  Mayor   35.476    36,127    34,392    31,432      32.271    30.479  4997 
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District  Budgeted  Positions/FTEs  FY  1990-FY1994 


AGENCY 


FY  1990  FY  1991  FY  1992Py  1993  FY  1993RFY  199CDif1 


I  Independent  Agencies 
I  City  Council 
iO.C.  Auditor 
'  Election  and  Ethics 
Employee  Relations  Board 
!  Employee  Appeals 
I  Retirement  Board 
i  Public  Service  Commission 
!  Peoples  Counsel 
i  Coun  of  Appeals 
!  Superior  Coun 
'  Coun  system 
Public  Defender 
!  Pretrial  Services 
i  Parole  board 
:  National  Gaurd 
Judicial  Disab  &  Tenure 
Law  Revison  Commission 
Public  Schools 
University  of  DC 
DC  Law  School 
Library 

DC  General  Subsidy 
Wasington  Aquaduct 
Convention  Center 
Cable  TV 
Lottery  Board 


172 

172 

172 

172 

172 

172 

18 

18 

15 

15 

15 

15 

50 

50 

50 

50 

50 

50 

4 

4 

4 

4 

4 

4 

32 

26 

26 

23 

23 

23 

18 

18 

18 

14 

14 

14 

85 

88 

85 

88 

88 

90 

- 

33 

33 

33 

36 

36 

38 

- 

86 

86 

86 

88 

88 

88 

- 

1^97 

1.293 

1,293 

1,264 

1,264 

1,264 

3 

88 

100 

100 

97 

97 

97 

147 

154 

154 

157_ 

157 

154 

- 

83 

83 

83 

83 

83 

89 

- 

lU 

135 

112 

111 

111 

111 

37 

37 

37 

37 

37 

37 

2 

2 

2 

2 

2 

2 

3 

3 

0 

0 

0 

0 

12.936 

13,108 

13,402 

13,113 

13,113 

12,205 

73 

3,449 

2,382 

2,358 

1,487 

1,467 

1,405 

204- 

78 

64 

61 

78 

78 

78 

( 

498 

489 

481 

469 

466 

466 

3: 

2356 

2J56 

2J56 

2,352 

2,552 

2,562 

-20( 

280 

280 

280 

284 

284 

267 

i: 

206 

204 

204 

204 

204 

204 

d 

19 

19 

19 

30 

30 

30 

-r 

124 

128 

128 

124 

124 

124 

c 

Total-independent  Agencies 

22.213    21,332    21,559    20,381 

20,569    19,589  262^ 

Total-District  of  Columbia 

57,689    57.459    55.951     51,813 

52.840    50,068  7621 
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Lorraine  A.  Green 
Pre-Hearing  Questions 
Page  27 

8.  Depending  on  their  particular  circumstances,  different  federal  agencies  may 
resort  to  alternative  means  of  downsizing  their  workforces.  These  are  likely  to 
include  such  activities  as  hiring  freezes  and  downsizing  through  attrition;  use 
of  "early  optional  retirement"  authority  from  OPI\A;  and/or  offers  of  cash 
buyouts  to  encourage  voluntary  departures.  In  some  instances,  however, 
involuntary  processes,  such  as  furloughs  and  reductions  in  force  (RIF)  may  well 
become  necessary. 

tal  In  your  judgement,  are  the  existing  managerial  tools  adequate  to  deal  with 
the  various  human  resource  management  issues  relating  to  downsizing?  That 
is,  do  federal  agencies  currently  have  an  adequate  array  of  viable  alternatives 
from  which  to  choose  as  circumstances  warrant?    Why  or  why  not? 

The  tools  currently  available  to  deal  with  staff  in  excess  of  available  funds  or 
work  are  not  minimal.  Managers  can  freeze  hiring,  maximize  attrition,  retrain 
surplus  employees  for  continuing  positions,  geographically  relocate  employees 
to  match  skills  with  needs,  arrange  reimbursable  details  with  agencies  needing 
skills  of  surplus  workers,  reduce  work  tours  to  preclude  terminations,  etc.  RIF 
and  furlough  will  continue  to  be  the  action  of  last  resort,  but  not  totally 
avoidable  unless  we  move  to  a  closed  federal  community  where  no  new  hires 
are  permitted  unless  there  are  no  available  surplus  employees  who  are  qualified 
or  able  to  be  retrained.  As  an  alternative  to  RIFs,  we  should  look  closely  at 
expansion  of  voluntary  incentives  which  appear  to  have  been  successful.  A 
key  consideration  is,  of  course,  ensuring  that  any  incentives  can  be 
accomplished  with  budget  constraints. 

(b)  Do  other,  novel  approaches  come  to  mind  that  you  think  the  federal 
government  should  explore  to  accomplish  the  same  objectives  that  downsizing 
is  intended  to  achieve  (e.g.  fiscal  savings j?  For  example,  would  a  "managing- 
to-payroir  staffing  approacn  be  a  viable  alternative  to  thinking  strictly  in  terms 
of  net  staff-year  reductions? 

To  me,  managing  to  payroll  is  a  much  more  effective  method  than  staff -year 
allocations  because  it  means  that  as  a  manager,  any  and  all  actions  I  need  to 
undertake  to  meet  my  mission  must  be  financed  from  a  finite  amount  of  money, 
predetermined  at  the  beginning  of  some  time  span  --  normally  a  fiscal  year.  As 
long  as  I  manage  to  payroll  and  do  not  exceed  my  fiscal  allocation,  depending 
on  the  circumstances  and  the  initial  funding  formula,  I  will  be  more 
accountable,  but  1  may  not  automatically  "downsize."  If  downsizing  is 
necessary  though,  managing  to  payroll  says  the  cost  of  downsizing  (severance 
pay,  buyouts,  leave  payments,  etc.)  must  be  financed  from  my  finite  budget. 
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Id  What  (if  any  specific  changes  to  the  ex/sting  furlough  and  RIF  processes-- 
whether  legislative,  regulatory,  or  administrative—do  you  think  would  be  helpful 
to  facilitate  the  downsizing  process,  and  on  what  considerations  do  you  base 
your  views? 

As  I  indicated  above,  RIF's  are  a  strategy  of  last  resort.  I  would  need  to  review 
all  the  implications  of  revising  the  RIF  process  -  for  the  employee,  the  agency, 
and  the  public  -  before  making  a  recommendation. 

9.  Some  observers  believe  that  it  is  unrealistic  to   expect  to  accomplish  the 

downs/zing  of  the  federal  workforce  through  attrition  alone.  These  observers 
note,  for  example,  that  attrition  does  not  always  occur  in  areas  where  staff 
losses  can  be  sustained  without  serious  detriment  to  the  program  areas 
involved.  That  is,  employees  whose  services  can  be  spared  are  not  the  only 
ones  who  leave,  the  result  being  that  some  vacancies  occurring  through 
attrition  will  ultimately  have  to  be  filled. 

(a)  Based  upon  your  experiences  with  downsizing  in  the  D.C.  Government,  are 
these  observers  right? 

The  loss  of  employees  with  needed  skills  is  always  a  possibility  even  in  normal 
attrition  periods.  But  agencies  can  minimize  this  by  targeting  only  its  surplus 
workers  for  downsizing  tools,  such  as  early  retirement,  separation  bonuses,  and 
aggressive  outplacement  services.  Additionally,  agencies  can  engage  in  equally 
aggressive  retraining  of  workers  remaining  to  fill  key  vacancies  where  feasible. 

(bl  Assuming  that  you  agree  in  whole  or  in  part  with  these  observers' 
assessment,  what  steps  do  you  think  0PM  and  the  agencies  each  need  take  to 
ensure  that  bona  fide,  critical-need  positions  are  filled  while  necessary 
downsizing  continues  to  take  place? 

Agencies  are  in  the  best  position  to  make  this  determination  about  which 
positions  must  be  filled  behind  departing  employees.  Agencies  should  be 
responsible  for  determining  which  positions  are  most  critical  and  which  can  be 
left  unfilled  or  abolished. 

W.  There  is  concern  in  some  quarters  that  managerial  abuses  could  result  as  an 
unintended  outcome  of  the  downsizing  process.  Such  abuses  might,  for 
example,  take  the  form  of  selecting  positions  for  abolishment  with  particular 
individuals  in  mind  (e.g.,  minorities,  union  officials,  whistleblowersi,  aesigning 
RIF  activities  to  target  specific  employees  and  protect  others,  or  hiring 
contractors  and  temporary  personnel  specifically  to  get  around  hiring  freezes 
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or  staff -year  ceilings. 

(a)  In  your  view,  are  these  concerns  justified?  Did  you  become  aware  of 
problems  along  these  lines  during  your  tenure  as  D.  C.  Personnel  Director?  If 
so,  what  were  the  problems,  how  were  they  ultimately  resolved,  and  by  what 
means? 

Abuse  of  any  process  is  always  a  possibility,  but  I  believe  we  need  not  be 
concerned  that  widespread  managerial  abuses  will  occur  with  downsizing  any 
more  so  than  in  earlier  RIFs.  The  checks  and  balances  of  unions  and  other 
employee  advocates  have  interjected  a  high  level  of  fairness  into  the  system. 
When  this  has  not  been  the  case,  and  rights  were  abrogated,  the  appellate 
process  has  not  hesitated  to  overrule  management's  initial  decisions. 

(b)  What  systemic  and  managerial  controls  do  you  see  as  necessary  to 
protect  against  such  abuses?  Are  the  existing  internal  system  controls 
adequate? 

I  have  no  information  or  basis  to  confirm  that  such  abuses  are  occurring; 
therefore  I  must  conclude  that  the  existing  controls  and  oversight  are  adequate. 

(c)  What  role  do  you  thinly  0PM  should  play  in  establishing  these  internal 
system  controls  and  in  assessing  their  effectiveness?  Is  this  an  area  best  left 
to  the  agencies  and  their  internal  audit/evaluation/IG  staffs? 

The  information  available  to  me  to  date  does  not  provide  a  basis  for  me  to 
conclude  that  the  respective  roles  of  0PM  and  the  agencies  requires  change. 


11.  A  cited  concern  of  many  in  the  city's  workforce  appears  to  center  on  the 
absence  of  timely,  concrete  information  from  city  officials  as  w  specifically 
which  offices  and  employees  will  be  affected  by  what  job  actions  as  the  city 
moves  to  downsize.  Some  employees,  in  fact,  seem  to  be  more  uaset  with  the 
continuing  uncertainties  of  the  situation  than  with  the  actual  prospect  of 
downsizing. 

(a)  What  do  you  see  as  the  proper  role  of  the  D.C.  Office  of  Personnel  in 
providing  timely,  definitive  information  to  the  workforce  in  general,  and  to  those 
most  likely  to  be  affected  by  adverse  job  actions  in  particular.  How  well  do  you 
feel  that  role  has  been  fulfilled  during  your  tenure  as  Personnel  Director? 

It  is  the  responsibility  of  the  D.  C.  Office  of  Personnel  (DCOP)  to  ensure 
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conformance  with  personnel  laws  and  regulations  and  to  preserve  the  integrity 
of  the  RIF  process.  We  are  responsible  for  providing  accurate  information 
regarding  the  process  as  well  as  individual  rights  and  options.  The  DCOP 
should  take,  and  has  taken,  the  lead  in  ensuring  fairness  in  a  very  complicated 
and  stressful  process. 

As  Director  of  Personnel,  I  was  personally  commined  to  confirming  that  we 
fulfilled  our  responsibilities.  My  staff  and  I  went  to  great  lengths  to  provide 
detailed  information  to  the  workforce.  We-  participated  in  town  meetings, 
where  anyone,  including  non-government  employees,  could  raise  questions  and 
concerns.  I  personally  made  detailed  presentations  to  the  exclusive 
representatives  of  the  many  bargaining  units  in  the  District.  My  staff 
participated  in  impact  and  implementation  bargaining  with  those  union 
representatives  whose  members  were  likely  to  be  affected. 

In  addition,  public  oversight  hearings  were  conducted  by  the  Council  of  the 
District  of  Columbia  where  I  presented  detailed  information  on  the  reduction  in 
force  process  and  employees  testified.  These  hearings  were  televised  on  cable 
throughout  Washington,  D.C. 


(b)  Are  the  criticisms  that  have  been  leveled  at  the  D.  C.  Government  in  this 
area  warranted?  Are  there  things  that  could  or  should  have  been  done  better? 

In  my  opinion,  the  criticisms  stem  from  the  changing  financial  situation  of  the 
District  which  has  created  an  atmosphere  of  uncertainty  concerning  continued 
funding  of  programs  which  may  result  in  job  losses.  What  can  be  done  bener 
is  to  ensure  that  the  seriousness  of  the  financial  situation  and  the  proposed 
solutions  are  communicated  very  clearly  and  decisively. 


(c)  What  specific  insights  have  you  gained  from  these  experiences  that  may 
prove  useful  as  the  federal  government  undergoes  its  anticipated  downsizing? 

As  the  federal  government  undergoes  the  process  of  downsizing,  I  would  stress 
the  need  for  open  and  honest  communication  with  the  workforce.  Union 
representatives,  front  line  managers,  and  communications  offices  in  all  agencies 
should  be  thoroughly  briefed  on  the  most  up-to-date  information  and  regular 
status  reports  should  be  available. 

In  addition,  ensure  that  all  support  functions  such  as  employee  assistance 
offices  are  fully  operational  and  alened. 
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72.  A  critically  imponant  consideration  in  any  downsizing  activity  will  involve 
ensuring  that  affected  federal  employees  are  treated  fairly— and  that  they 
believe  they  have  been  treated  fairly — with  all  due  consideration  for  their  rights 
and  merit  system  protections. 

In  June  7991,  you  testified  before  the  Council  of  the  District  of  Columbia  in 
support  of  a  Kelly  Administration  proposal  to  suspend  certain  employee  rights 
and  protections  for  an  18-month  period  while  downsizing  took  place.  Accord- 
ing to  one  report,  the  personnel  rule  changes  proposed  to  severely  curtail 
employees'  seniority  rights  (i.e.,  "bumping  rights")  in  reductions-in- force,  their 
rights  to  appeal  a  firing  action,  and  their  protections  against  political  or  personal 
reprisals  for  criticizing  management  actions.  Not  unexpectedly,  the  proposal 
was  criticized  by  many  of  the  Council  members  as  unfairly  stripping  career 
employees  of  their  civil  service  rights  and  protections. 

(a)  Please  outline  your  specific  role  in  developing  this  proposal  and  subsequent 
modifications  to  it. 

The  RMin  Commission  Report  specifically  outlined  midmanagement  bloat  as 
one  of  the  significant  problems  to  be  addressed  in  the  structure  of  the  District 
of  Columbia  Government.  In  an  attempt  to  follow  the  Rivlin  Commission 
'blueprint'  for  a  more  effective,  efficient  structure,  in  June  1991,  the  Kelly 
Administration  requested  that  the  D.  C.  Office  of  Personnel  draft  a  proposal 
that  would  address  reduction  of  managers  in  the  DS- 1 1  through  DS- 15  levels, 
with  no  or  minimal  impact  on  the  bargaining  unit  and/or  non-supervisory  line 
workers.  The  modified  RIF  proposal  was  developed  by  DCOP  staff  with  my 
oversight  and  in  conjunction  with  the  D.  C.  Office  of  the  Corporation  Counsel 
and  other  senior  government  officials. 

For  clarification  purposes,  D.C.  Code  sec.  1-616. 1  et  seq.  provides  explicit 
protection  to  District  of  Columbia  Government  employees  with  respect  to  the 
exercise  of  protected  speech.  There  have  been  no  proposals  to  amend  those 
provisions  nor  to  place  any  limitation  (temporary  or  otherwise)  on  those 
statutory  rights.  In  addition.  District  of  Columbia  Government  employees  are 
covered  by  the  Hatch  Act  (Title  5.  USC.  Chapter  73)  as  it  relates  to  political 
activities. 


(b)  What  did  you  see  as  the  strengths  and  weaknesses  of  the  proposal?   With 
the  benefit  of  hindsight,  do  you  feel  that  this  proposal  was  a  good  idea? 
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The  strength  of  the  original  proposal  and  subsequent  modified  version  was  that 
the  devastation  of  a  "full  agency"  reduction  in  force  (RIF)  was  avoided.  Also, 
the  modified  version  increased  certain  severance  benefits  and  established  a 
more  timely  appeal  process.  The  weakness  was  the  suspension  of  employee 
rights. 

In  hindsight,  the  modified  reduction  in  force  accomplished  what  the  Executive 
intended:  the  RIF  was  contained  in  the  non-bargaining  unit,  mid  management 
DS- 1 1  through  15  level,  therefore  there  was  no  disruption  to  the  rank  and  file 
front  line  workers  who  are  ultimately  responsible  for  service  delivery  to  the 
taxpayers  of  the  District  of  Columbia.  The  projected  fiscal  savings  were  also 
realized. 


Id  What  is  your  understanding  of  the  federal  merit  system  principles  as  they 
pertain  to  employee  protection  against  illegal  or  improper  management  actions? 

The  federal  merit  system  principles  are  expressly  addressed  in  the  Civil  Service 
Reform  Act  to  ensure  that  the  employees  of  a  diverse,  productive  workforce  are 
able  to  perform  their  duties  of  public  service  free  from  statutorily  defined 
prohibited  personnel  practices.  The  prohibitions  are  clearly  stated  to  assist 
federal  managers  in  inter  alia  appointing,  promoting,  reviewing  and  terminating 
employees  in  a  fair  and  equitable  manner. 

Federal  employees  are  appropriately  protected  through  a  number  of  forums.  All 
federal  agencies  are  required  to  establish  and  administer  a  grievance  system. 
In  the  grievance  process  an  employee  may  seek  relief  in  a  maner  of  concern  or 
dissatisfaction  relating  the  employment  of  the  employee(s)  which  is  subject  to 
the  control  of  agency  management.  A  second  forum  of  redress  is  the  Merit 
Systems  Protection  Board  (MSPB),  which  has  two  types  of  jurisdiction  :  original 
and  appellate.  The  appellate  jurisdiction  covers  appeals  from  agency  actions 
when  they  are  authorized  by  law,  rule  or  regulations,  such  as:  removals, 
reduction-in-force  actions,  suspensions,  furlough,  etc.  Additionally,  the  Office 
of  the  Special  Counsel  of  the  Merit  Systems  Protection  Board  has  jurisdiction 
over  complaints  of  prohibited  personnel  practices  or  other  prohibited  activities 
within  the  investigative  authority  of  the  Special  Counsel  (including  complaints 
of  political  activities.) 


fd)  Do  your  favor  in  principle  reducing  existing  federal  civil  service  protection 
in  the  interest  of  expediting  necessary  work  farce  reductions? 
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No,  i  do  not  favor  in  principle  reducing  existing  federal  civil  service  protection 
in  the  interest  of  expeditino  necessary  work  force  reductions.  However,  should 
the  federal  government  determine  that  a  RIF  is  necessary,  it,  too,  will  be  faced 
with  the  challenge  of  enabling  its  managers  to  control  the  disruption  caused  by 
a  full-blown  RIF. 


T3.  Federal  agencies  facing  significant  workforce  reductions  may,  in  certain 
circumstances,  request  0PM  approval  to  offer  "early  optional  retirement"  to  its 
employees.  Under  existing  law,  an  employee  must  tiave  at  least  25  years  of 
creditable  federal  service  or  be  at  least  age  50  with  at  least  20  years  of 
creditable  federal  service  to  qualify  for  this  category  of  retirement.  Employees 
covered  under  the  Civil  Service  Retirement  System  (CSRSI-most  current  long- 
service,  career  employees-must  also  accept  what  can  amount  to  a  substantial 
reduction  in  their  basic  retirement  annuities  if  they  are  then  under  age  55. 

Recent  federal  agency  experiences  with  this  early  retirement  option  have  shown 
that  only  a  small  number  of  eligible  employees  actually  elect  to  retire  early. 
Only  in  those  relatively  few  instances  where  the  early  retirement  option  has 
been  supplemented  with  substantial  lump-sum  cash  incentives  have  significant 
numbers  of  employees  actually  elected  early  retirement.  The  D.C. 
Government's  own  recent  experiences  with  a  combination  of  liberalized 
retirement  rules  and  large  cash  incentives  suggest  that  this  may  well  be  an 
approach  worth  considering  on  a  broader,  governmentwide  basis. 

(a)  Do  you  think  the  federal  government  should  consider  liberalizing  its  current 
early  optional  retirement  provisions—for  example,  to  eliminate  the  CSRS  age 
reduction  factor  and  to  offer  generous  cash  incentives— to  make  the  option 
more  attractive? 

I  think  the  recent  experience  of  the  Department  of  Defense  is  very  helpful  in 
looking  at  ways  to  make  early  retirement  more  attractive.  By  offering  a 
relatively  modest  incentive  payment  of  up  to  $25,000  to  separating  employees, 
the  Defense  Department  has  been  able  to  increase  the  early  retirement 
acceptance  rate  significantly  and  avoid  the  need  for  involuntary  reductions  in 
force  in  many  cases.  We  had  much  the  same  experience  with  separation 
incentives  in  the  District  of  Columbia  Government.  This  approach  should  be 
thoroughly  looked  at  before  fundamental  changes  in  the  retirement  system  are 
considered. 


(b)    If  you  support  such  liberalizations,  how  should  the  resulting  additional 
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agency  and  retirement  system  costs  be  funded?  That  is,  should  Congress  be 
asked  to  appropriate  additional  funds  specifically  for  this  purpose,  or  should 
agencies  offering  the  option  be  required  to  meet  the  added  costs  from  existing 
appropriations?  How  was  this  issue  addressed  when  the  D.C.  Government 
offered  early  retirement  cash  incentives? 

The  retirement  cash  incentives  offered  in  the  District  were  funded  by  District 
government  agencies  out  of  their  authorized  budgets.  Because  the  incentive 
was  available  and  paid  out  in  the  first  quarter  of  the  fiscal  year,  the  monies  that 
had  already  been  budgeted  to  cover  the  full  year's  salary  for  those  who  took 
advantage,  was  at  our  disposal  to  cover  the  bonuses  and  severance  pay. 


(c)  If  you  don't  think  these  liberalizations  are  a  good  idea,  what  other 
modifications  to  the  existing  early  retirement  option-whether  legislative, 
regulatory,  or  administrative-do  you  see  as  desirable,  and  what  can  OPt\A  do 
to  facilitate  the  implementation  of  these  modifications? 

I  am  not  sure  modifications  are  warranted  when  we  look  at  the  issue  in  totality. 
Any  liberalization  of  current  CSRS  or  FERS  retirement  benefits  costs  money, 
and  ultimately  this  cost  will  be  passed  on  to  the  taxpaying  public.  As  we 
examine  early  retirement  options,  our  focus  should  be  on  the  level  and 
affordability  of  their  related  costs,  and  not  on  what  immediate  program  changes 
are  likely  to  induce  a  short-term  exodus  of  government  workers.  If  it  is 
important  enough  to  us  as  managers,  then  we  need  to  seriously  consider  having 
agencies  bear  the  retirement  costs  that  result  from  their  personnel  decisions, 
which  would  certainly  help  to  avoid  shifting  additional  retirement  costs  to  the 
Civil  Service  Retirement  and  Disability  Fund,  where  they  will  be  financed  by 
transfers  from  Treasury  general  revenues  and  contribute  to  the  deficit. 

14.  As  employment  opportunities  shrink  throughout  the  federal  government,  the 
number  of  opportunities  for  agencies  to  accomplish  workforce  diversity 
objectives,  such  as  affirmative  action  goals,  will  likewise  be  reduced. 

(a)  How  did  you  approach  this  issue  within  the  D.C.  Government?  Which 
approaches  have  been  successful  and  which  have  not  been? 

While  in  a  downsizing  posture,  the  District's  ability  to  continue  our  efforts  to 
diversify  --  panicularly  in  increasing  the  Asian  and  Hispanic  representation  in 
the  workforce  --  has  been  greatly  restrained  by  our  "blind"  statutes  and 
regulations.    As  in  the  iederai  government,  factors  such  as  race,  gender  and 
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ethnicity  are  excluded  from  consideration  in  the  reduction  in  force.  Reductions 
are  based  on  positions,  not  people.  While  we  recognize  the  merits  of 
maintaining  a  workforce  which  reflects  the  communities  in  which  we  live  and 
serve,  we  could  not  ignore  the  statutory  and  regulatory  retention  rights  which 
are  driven  by  employment-based  criteria  such  as  length  of  service. 

We  have  met  with  limited  success  in  preserving  some  of  the  affirmative 
employment  strides  made.  One  approach  has  been  to  place  greater  emphasis 
in  diversifying  the  recruitment  pool  in  those  areas  where  we  are  not 
downsizing,  such  as  critical,  hard-to-fill  positions.  Another  approach  has  been 
to  associate  specific  knowledge,  skills  or  abilities  to  our  affirmative  action 
goals.  For  example,  having  previously  classified  certain  positions  as  "bilingual", 
the  incumbents,  who  were  primarily  minorities,  were  to  some  extent  insulated 
from  the  reductions. 


(b)  In  what  ways  could,  and  should,  0PM  assist  federal  agencies  in 
accomplishing  workforce  diversity  objectives  under  these  circumstances? 

This  is  somewhat  of  a  catch-22.  Merit  determines  who  is  hired  and  who  is 
fired.  Our  current  system  is  color  blind  and  cannot  factor  in  diversity  initiatives. 
0PM  can  certainly  assist  agencies  when  and  if  they  recruit  again  to  attract 
representative  candidate  pools;  but  losing  ground  in  diversity  and  affirmative 
employment  initiatives  in  a  seniority  based  RIF  system  is  a  strong  possibility. 


(c)  What  actions  would  you  recommend  that  the  agencies  themselves  take  to 
continue  making  progress  toward  accomplishing  workforce  diversity  in  a 
downsizing  environment?  For  example,  isthere  a  need  for  agencies  to  modify 
their  diversity  objectives  to  establish  more  realistic  and  achievable  goals? 

If  an  agency's  objective  is  to  amass  a  workforce  that  is  representative  of  all 
segments  of  our  society,  a  downsizing  exodus  may  diminish  opportunities  for 
progress  toward  that  objective.  However,  the  agency's  objective  for  a  diverse 
workforce  does  not  change,  and  should  be  factored  into  how  the  agency 
address  future  personnel  opportunities  for  hiring  and  development. 

15.  With  the  number  of  displaced  federal  employees  likely  to  rise  as  downsizing 
activities  take  hold,  the  federal  government  will  need  to  carefully  assess  what 
it  can,  and  should,  do  to  assist  its  former  employees,  particularly  with  respect 
to  outplacement  activities. 
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(a)  What  strategies  has  the  D.C.  Office  of  Personnel  formulated  to  assist  its 
displaced  employees  in  locating  new  jobs?  How  successful  have  these 
strategies  been  to  date?  What  problems  have  arisen  in  implementing  these 
strategies? 

The  D.C.  Office  of  Personnel  (DCOP)  has  devised  a  placement  assistance 
strategy  designed  to  focus  on  re-employing  qualified  employees  in  other 
positions  available  throughout  the  District  government,  as  well  as  assist  them 
in  finding  employment  in  the  private  sector. 

DCOP  is  responsible  for  the  referral  and  priority  placement  of  displaced 
employees  in  vacancies  available  within  the  District  government  through  two 
(2)  programs,  namely  the  Agency  Reemployment  Priority  Program  (ARPP)  and 
the  Displaced  Employee  Program  (DEPj.  To  accomplish  this,  DCOP  has  entered 
into  a  cooperative  agreement  with  the  D.C.  Department  of  Employment 
Services  (DOES).  DCOP  works  closely  with  the  Department  of  Employment 
Services  referring  displaced  empio  yees  interested  in  priva  te  sector  empio  yment. 
More  specifically,  DOES,  through  its  Dislocated  Worker  Unit  offers  a  one  stop 
center  providing  an  array  of  services  to  all  District  government  displaced 
employees. 

DOES's  services  include,  but  are  not  limited  to,  unemployment  benefits 
registration,  stress  management  workshops,  counseling  on  current  labor  market 
employment  trends,  workshops  on  interviewing  techniques,  a  Job  finding  club, 
a  computerized  Job  bank,  a  labor  information  exchange  network,  and 
professional  preparation  of  employment  applications  and  resumes. 

In  general,  we  believe  that  our  program  has  been  very  successful  in  minimizing 
the  adverse  impact  caused  by  the  reduction-in-force  process.  Beginning  with 
extensive  counseling  and  ending  with  referral  and  priority  placement  initiatives, 
many  displaced  employees  have  been  successfully  served.  Those  employees 
who  are  still  unemployed  will  have  reemployment  priority  rights  for  a  maximum 
of  two  years  from  the  date  of  release,  in  accordance  to  applicable  regulations. 


Ibl  What  priority  do  you  think  0PM  should  place  on  developing  and  implement 
novel  approaches  to  providing  greater  job  placement  assistance  to  displaced 
federal  employees?  In  your  judgement,  has  a  high  enough  priority  yet  been 
placed  on  these  efforts? 

I  am  not  familiar  enough  with  the  priority  the  federal  government  has  placed  on 
assistance  to  displaced  employees.    However,  from  my  experiences  with  the 
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D.C. Government,  I  earnestly  feel  that  we  must  provide  the  maximum 
outplacement  assistance  when  the  inevitable  arises.  Unfortunately,  I  know  only 
too  well  that  all  placement  programs  rely  on  a  good  job  market  for  success.  To 
the  extent  that  linle  hiring  occurs  in  federal  agencies  and  the  general  economy 
continues  as  it  is,  the  placement  success  rate  will  be  less  than  desired. 

(cl  What  do  you  see  as  The  parameters  of  the  government's  obligation  to  assist 
displaced  federal  employees  in  finding  other  employment,  whether  in  the  federal 
service  or  elsewhere?  For  example,  should  displaced  employees  be  offered 
retraining  opportunities  at  government  expense?  Should  they  have  priority 
placement  rights  to  all  vacant  positions  governmentwide  for  which  they 
qualify? 

One  thought  that  occurs  to  me  is  that  perhaps  0PM  should  explore  the  viability 
of  legislation  that  would  permit  agencies  to  commit  funds  to  retrain  their 
impacted  workers  for  private  sector  jobs  that  currently  have  labor  shortages, 
perhaps  under  the  auspices  of  or  in  conjunction  with  the  Department  of  Labor. 

The  second  part  of  this  question  presents  a  real  dilemma  --  balancing  two 
important  but  competing  interests:  flexibility  in  hiring  versus  assistance  for 
displaced  employees.  !  would  need  to  assess  the  ramifications  of  the  impact 
of  priority  rights  governmentwide  before  making  an  informed  recommendation. 


(d)  Some  observers  are  concerned  that  downsizing  activities  may  have  an 
inordinately  large  impact  on  women  and  minorities  since  many  of  these 
persons,  being  among  the  most  recently  hired,  will  have  the  least  seniority  for 
retention  and  placement  purposes.  In  your  view,  are  these  concerns  valid?  If 
so,  what  can  and  should  0PM  do  to  mitigate  the  problem? 

The  observation  is  valid  and  the  loss  of  the  last-hired  category  is  the  only 
outcome  of  a  merit  and  seniority-based  process  for  downsizing.  1  have  no 
insights  at  this  time  as  to  how  0PM  could  mitigate  the  impact,  or  if  mitigation 
is  warranted:  however  accountability  for  diversity  is  not  waived  because  of 
downsizing. 


16.  There  are  increasing  concerns  in  many  quarters  about  the  impact  of  frequent 
turnover  of  top  political  appointees  in  federal  agencies.  Over  the  ten-year 
period  from  FY  1982  through  FY  1991,  Presidential  appointees  serving  in 
Executive  Schedule  positions  requiring  Senate  confirmation-principally  cabinet 
and  sub-cabinet  positions-stayed  in  their  positions  just  2.8  years  on  average. 
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More  disturbing,  almost  a  third  of  ALL  such  appointees  left  their  positions  after 
just  18  months. 

Many  observers  believe  that  stability  in  the  top  political  ranks  of  executive 
agencies  is  critical  to  the  efficient  management  of  agencies'  programs,  and  that 
high  rates  of  turnover  invariably  have  a  substantially  adverse  impact. 

la)  Based  on  your  own  experiences  in  the  D.  C.  Government,  as  well  as  any 
other  relevant  observations  you  may  have  made,  are  there,  in  fact,  bona  fide 
reasons  to  be  concerned  about  frequent  appointee  turnover  in  key  agency 
positions  and  the  effect  of  this  turnover  on  agencies'  abilities  to  accomplish 
their  missions? 

One  of  the  key  roles  of  the  top  career  staff  is  to  provide  continuity  and  stability 
in  the  operations  of  Government  programs.  Stability  in  the  top  political  ranks 
is  critical  to  the  introduction  and  implementation  of  major  policy  and  program 
changes,  as  the  political  leadership  appropriately  engages  in  needed  for 
negotiations  within  the  Administration  and  with  Congress  on  the 
Administration's  behalf. 


lb)  Recognizing  the  President's  prerogative  to  appoint  and  replace  his  top 
political  appointees  as  he  deems  appropriate,  do  you  agree  in  principle  with  the 
concept  of  requiring  prospective  appointees  to  commix  at  the  time  of 
appointment  to  serve  at  least  through  the  balance  of  the  presidential  term  in 
which  they  are  appointed?    Why  or  why  not? 

The  President  is  in  the  best  position  to  make  this  determination  on  a  case-by- 
case  basis. 

(c)  What  do  you  see  as  OPM's  optimal  role  in  the  recruitment  and  retention  of 
key  political  appointees  to  federal  agencies?  Should  0PM  play  a  greater  role 
than  it  currently  does?   If  so,  in  what  ways? 

The  recruitment  of  key  political  appointees  (primarily  noncareer  Senior 
Executive  Service)  is  basically  the  responsibility  of  the  individual  agencies. 
Since  a  major  role  of  political  appointees  is  to  represent  the  views  of  the 
President  and  Administration,  we  believe  this  system  is  appropriate. 

OPM's  role  in  the  retention  of  top  political  appointees  is  primarily  to  maintain 
an  executive  level  employment  system  that  is  anractive  and  not  a  deterrent  to 
federal  employment. 
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/  7.  Over  the  years,  OPM  has  reportedly  experienced  chronic  problems  processing 
disability  retirement  cases.  Members  of  Congress  with  large  numbers  of  federal 
employee  constituents  receive  complaints  on  a  frequent  and  ongoing  basis 
about  long  processing  delays  and  case  backlogs  at  OPM.  particularly  at  the  so- 
called  "reconsideration "  stage.  These  reports  are  very  troubling,  considering 
that  disability  retirement  applicants,  most  of  whom  are  seriously  ill  or  severely 
injured,  may  well  be  left  with  no  source  of  income  or  earning  capacity  once 
their  accrued  paid  leave  runs  out.  The  Committee  believes  that  federal 
employees-particularly  career  employees  with  many  years  of  government 
service-should  not  be  forced  to  bear  needless  financial  hardships  in  addition  to 
already  difficult  medical  situations  solely  because  of  administrative  delays  in  the 
processing  of  their  applications. 

(a)  Are  you  prepared  to  make  a  commitment  to  evaluate  the  scope  of  this 
problem  and  its  specific  causes  upon  assuming  your  office,  and  to  develop  and 
implement  a  concrete  plan  of  action  by  the  end  of  your  first  year  at  OPM  to 
resolve  the  problems  identified? 

(b)  Are  you  willing  to  consider  changes  in  senior  OPM  management 
assignments  and  responsibilities  should  your  evaluation  determine  that 
ineffective  or  unresponsive  management  is  a  root  cause  of  the  disability 
retirement  processing  problem? 

(cl  Would  you  support  the  establishment  and  implementation,  by  published 
regulation,  of  stringent  but  reasonable  time  standards  for  processing  disability 
retirement  cases  within  OPM?   If  not.  please  explain. 

I  am  sure  you  will  agree  that  such  a  chronic  and  long-standing  issue  deserves 
thorough,  hands-on  review  before  articulating  any  possible  courses  of  action. 
I  am  certainly  willing  to  undertake  such  a  task  along  with  whatever  other 
priorities  await  me  at  OPM. 

18.  As  you  are  likely  aware,  many  practitioners  believe  that  the  current  state  of 
labor-management  relations  in  the  federal  government  is  very  poor,  and  that 
the  entire  program  is  in  need  of  substantial  reform.  With  this  in  mind,  the 
Committee  believes  that  the  top  appointed  officials  of  all  of  the  "personnel 
agencies '  must  be  committed  to  fostering  positive,  productive,  and  mutually 
respectful  relationships  between  agency  management  and  the  labor 
organizations  representing  agency  employees  throughout  the  government. 

Some  observers  feel  that,  for  its  pan.  the  D.C.  Government  has  not  done  well 
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in  maintaining  effective  worthing  relationships  with  the  labor  organizations  that 
represent  key  segments  of  its  employee  workforce.  In  particular,  relations 
between  the  D.  C.  Government  and  the  unions  representing  rank-and-file  police 
officers  and  firefighters  have  reportedly  been  particularly  strained. 

(a)  Is  this  assessment  (of  strained  D.C.  Government  labor  relations) 
accurate?  If  so,  to  what  factors  do  you  attribute  the  situation?  If  it  is  not 
accurate,  please  outline  your  areas  of  disagreement,  citing  specific  program 
accomplishments  or  improvements  in  support  of  your  assessment. 

The  D.C.  Office  of  Labor  Relations  and  Collective  Bargaining  (OLRCB)  is 
responsible  for  labor-management  relations  for  the  District  of  Columbia 
Government.  The  D.C.  Office  of  Personnel  (DCOP)  works  closely  with  the 
OLRCB  in  negotiation  and  the  development  of  labor  relations  policies. 

I  respectfully  take  exception  to  one's  description  of  labor-management  relations 
in  the  District  Government  as  "strained".  To  the  contrary,  for  the  past  two  12) 
years  labor  and  management  have  been  actively  involved  in  compensation  and 
working  condition  negotiations. 

As  you  know,  in  an  atmosphere  of  limited  economic  resources  and  changing 
working  condition  initiatives,  natural  tensions  exist  at  the  bargaining  table. 
Nonetheless,  labor-management  have  been  able  to  successfully  reach 
agreement  on  compensation  issues.  Specifically,  compensation  agreements 
have  been  reached  with  Police,  Fire  and  other  career  service  employees. 


(b)  What  specific  program  or  policy  initiatives  did  you  initiate  while  serving  as 
D.  C.  's  Personnel  Director  to  facilitate  positive  working  relationships  between 
agency  management  officials  and  labor  representatives?  What  do  you  consider 
your  most  significant  accomplishments  in  this  area? 

As  the  District's  Personnel  Director,  I  have  maintained  an  open  door  policy  with 
Labor.  The  District's  Office  of  Personnel  (DCOP)  under  my  direction  has 
actively  participated  in  the  collective  bargaining  process,  as  well  as  labor- 
management  consultations.  DCOP  has  also  developed  and  provided  supervisory 
training  on  personnel  maners  to  include  labor  relations  issues.  Labor  has  been 
included  on  personnel  working  conditions  for  the  development  of  an  Employee 
Assistance  Program  (EAP).  DCOP  will  be  working  with  the  OLRCB  in  exploring 
new  bargaining  techniques  such  as  "win-win"  for  future  negotiations  as  a 
method  to  foster  a  more  productive  atmosphere  of  collective  bargaining. 

In  addition  to  new  approaches  for  bargaining,  DCOP  has  also  worked  with  the 
Department  of  Employment  Services  (DOES)  and  OLRCB  in  the  development  of 
a  FMCS  grant  application  to  establish  a  labor-management  partnership  to 
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develop  a  human  resources  development  strategy  that  will  prepare  government 
employees  for  the  future  workplace.  The  goal  of  this  partnership  is  to  forge  the 
District  government  to  build  bridges,  by  improving  communication  between 
representative  of  labor  and  management.  I  believe  over  the  long  term  this  goal 
will  be  realized  in  the  day-to-day  operation  of  the  workplace  and  serve  to  build 
a  stronger  labor-management  partnership. 

(c)  What  insights  have  you  gained  from  your  labor-management  relations 
experiences  in  the  D.  C.  Government  that  you  feel  will  be  useful  as  you  seek 
ways  of  fostering  positive  labor-management  relations  within  the  federal 
government? 

The  principal  key  to  good  labor-management  relation  is  open  communication. 
The  parties  do  not  always  have  to  agree  on  the  issues,  but  each  party,  labor 
and  management,  must  be  open  to  honest  and  frank  dialogue  on  issues. 
Clearly,  productive  and  mutually  respectful  relations  can  also  be  accomplished 
through  joint  labor-management  training.  Both  parties  must  be  willing  to 
explore  and  discuss  change  to  accomplish  positive  and  productive  results. 


79.  An  area  of  growing  interest  and  importance  in  the  realm  of  recruitment-  and 
retention-related  issues  involves  the  implementation  of  work/family  programs 
such  as  job-sharing,  alternative  work  schedules,  flexible  work  schedules,  and 
leave-sharing  among  family  members. 

(a I  What  specific  work/family  programs  did  you  initiate  during  your  tenure  as 
D.  C.  Personnel  Director?  What  is  the  current  status  of  each  of  these  initiatives 
and  what  results  did  you  achieve  in  each  area? 

The  D.C.  Office  of  Personnel  implemented  D.C.  Law  8-181,  the  Family  and 
Medical  Leave  Act.  effective  April  1 ,  1991 .  The  Act  requires  all  employers  of 
50  or  more  employees  in  the  District  to  provide,  without  loss  of  benefits  or 
seniority,  16  weeks  of  unpaid  leave  for  a  family  emergency  and  16  weeks  for 
a  medical  condition  during  a  24  month  period,  provided  the  employee  has 
worked  for  one  year  without  a  break  in  service  for  at  least  1 .000  hours  during 
the  last  1 2  months.  This  program  has  been  operational  for  its  second  year  and 
we  are  in  the  process  of  evaluating  the  results. 

We  also  intend  to  implement  a  compressed  work  schedule  program  and  an 
incentive  awards  program  using  time-off  as  an  incentive,  and  draft  rules  have 
been  written  to  implement  both  programs. 

The  D.C.  Office  of  Personnel  also  operates  an  annual  leave  bank  program  that 
allows  employees  to  donate  a   portion  of  their  annual  leave  for  use  by 
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employees  who  are  confronted  by  a  medical  emergency. 

The  program  became  operational  in  January  1992  and  has  been  successful  in 
addressing  the  needs  of  employees  affected  by  a  medical  emergency. 

Since  the  program's  inception  annual  leave  worth  approximately  $260,928  has 
been  donated  to  the  leave  bank  program,  and  employees  have  received 
donations  worth  approximately  $255,818  dollars. 

The  D.C.  Office  of  Personnel  (DCOP)  implemented  a  comprehensive  District- 
wide  Employee  Assistance  Program  (EAP)  on  January  22,  1993. 

The  Program  provides  confidential  assessment,  counseling  and  referral  services 
to  District  employees,  who  may  encounter  personal,  health  and/or  behavior 
problems.  The  Program  is  administered  by  DCOP  with  counseling  and  referral 
services  provided  by  contract. 

Since  the  inception  of  the  program,  a  number  of  marketing  strategies  have  been 
used  to  inform  employees  of  the  services  offered,  to  include;  a  formal  Mayoral 
Kick-Off  Program,  a  press  release;  briefings  to  agency  and  union  officials  and 
key  staff,  appointment  of  and  training  of  agency  coordinators,  issuance  of  a 
supervisory  desk  guide  7nd  flash  cards  with  an  800  number  to  the  contractor 
24  hours  per  day,  cable  television  presentation  on  the  program,  presentations 
to  special  interest  groups  and  articles  published  in  official  District  government 
publications. 

As  of  June  1993  the  EAP  has  staffed  a  total  of  417  referrals.  We  plan  to 
further  expand  the  EAP  to  include  a  comprehensive  wellness  program  and  a 
fitness  program. 

(bj  With  respect  to  each  program  you  initiated,  did  these  involve  additional 
expense  to  the  agencies?  If  so,  what  were  the  sources  of  funding  in  each 
case? 

The  programs  that  have  been  implemented  have  required  very  little  additional 
funding.  As  a  result,  the  costs  have  been  absorbed  in  existing  budgets  with  no 
additional  resources  allocated. 

Id  What  role  do  you  think  0PM  should  plan  in  the  design,  implementation, 
management,  eno  evaluation  of  work/family  programs  in  tne  federal  agencies? 

Through  my  affiliation  with  OPWs  Interagency  Advisory  Group  (lAGl,  I  am 
aware  that  some  initial  work  has  begun  on  federal-wide  work/family  initiatives 
through  the  recently  established  Work  and  Family  Program  Center.  I  believe 
that  as  workforce  demographics  continue  to  change,  OPM  should  assure  strong 
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leadership  and  give  a  high  priority  to  work  and  family  programs  --  such  as 
flexiplace,  leave  bank  and  leave  transfer  programs,  and  consideration  of  use  of 
new  information  technologies  that  permit  both  increased  flexibility  and 
individual  productivity. 

20.  A  number  of  federal  workforce  issues  have  important  Equal  Employment 
Opportunity  (EEO)  considerations  that  will  need  to  be  addressed  in  the  days  to 
come.  While  the  Equal  Employment  Opportunity  Commission  (EEOC)  will,  of 
course,  play  a  major  role  in  these  undertakings,  there  are  also  specific  areas  in 
which  0PM  can  play  an  important  part. 

(a)  What  kinds  of  actions  do  you  think  are  necessary,  in  terms  of  OPM's  EEO 
policy-setting  and  oversight  roles,  to  ensure  that  OPM  provides  appropriate 
leadership  to  deal  with  the  changing  racial,  ethnic,  and  gender  makeup  of  the 
federal  civilian  workforce? 

I  am  of  the  opinion  that  any  central  management  organization  taking  a 
leadership  role  in  the  area  of  equal  opportunity  needs  to  be  prepared  to  accept 
unequivocally  that  the  line  managers  and  executives  are  the  individuals 
accountable  for  accomplishing  diversity  objectives.  Providing  leadership  can 
influence  but  not  control  outcomes.  Accountability  is  the  key  just  like  the 
manage-to-payroll  concept. 

Corporate  thinking  in  today's  business  environment  (characterized  by  deficits, 
downsizing,  and  restructuring)  coupled  with  changing  demographics,  is  that  an 
inclusive  umbrella  would  produce  a  high-performing,  diverse  workforce. 
Maximum  utilization  of  the  best  available  resources  is  color  and  gender  blind 
and  makes  good  business  sense.  . 

(b)  Considering  OPM's  responsibilities  under  the  Federal  Equal  Opportunity 
Recruitment  Program,  what  should  OPM  be  doing  to  encourage  and  assist 
agencies  in  enlarging  the  pool  of  women  and  minority  applicants  for 
professional  and  administrative  occupations,  particularly  at  the  higher  grade 
levels?  From  what  you  know  of  OPM  efforts  to  date  along  these  lines,  has 
OPM  been  doing  enough  in  recent  years? 

OPM  has  very  specific  data  regarding  the  representation  of  women  and 
minorities  in  the  Senior  Executive  Service  (SES)  and  in  the  upper  echelons, 
often  referred  to  as  the  "pipeline."  To  assist  agencies  to  enlarge  the  pools  of 
women  and  minorities  for  these  positions,  OPM  needs  to  devise  approaches  for 
the  entire  federal  sector  that  focuses  on  (1)  identification  of  the  needed 
occupational  skills  and  qualifications;  (2)  external  targeted  recruitment  that 
includes  linking  with  the  academic  environment  to  ensure  there  is  a  match  froni 
classroom  teachings  to  needed  skills  particularly  at  institutions  that  are  viewed 
as  contributors  to  a  representative  pool;  13)  provide  leadership  and  technical 
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assistance  in  establishing  linked,  transitional,  developmental  programs  from 
entry  to  the  SES  that  will  assure  the  pipeline  of  women  and  minorities  have 
equal  access  to  ongoing  mission  and  management-related  training  and 
developmental  assignments  that  prepare  them  for  movement  into  higher-graded 
positions. 

While  there  has  been  considerable  attention  paid  to  external  pipeline  entry  level 
positions  in  the  federal  sector,  from  my  vantage  point  limited  attention  has 
been  paid  to  workforce  and  diversity  planning  geared  to  the  complete  career 
cycle.  More  attention  needs  to  be  paid  to  fostering  a  climate  which  includes 
career  pathing,  lateral  movement,  coaching,  mentoring,  retraining  and  retooling. 
Lastly,  much  greater  focus  and  attention  to  accountability  and  results  is  needed 
to  ensure  the  responsible  management  cadre  is  aware  of  the  expectations  in 
this  area. 

(c)  The  federal  government  currently  lacks  complete  information  on  the  race 
and  national  origin  of  the  its  job  applicants.  What  role,  if  any,  do  you  think 
0PM  should  play  in  obtaining  this  data? 

The  D.C.  Government  currently  collects  this  information  through  our  revised 
employment  application.  If  collecting  and  tracking  such  data  would  enhance 
OPM's  ability  to  perform  its  mission  at  the  federal  level,  then  this  certainly  is 
an  area  that  would  be  of  interest  to  me  as  the  Deputy  Director  of  the  agency. 

21.  At  the  series  of  Committee  hearings  on  the  "Glass  Ceiling  in  the  Federal 
Agencies "  held  in  199 1,  the  GAO  stressed  the  need  for  OPt\A  and  the  EEOC  to 
work  together  on  issues  concerning  the  underrepresentation  of  minorities  and 
women  in  key  positions  in  the  federal  workforce. 

(a)    What  are  your  views  on  the  glass  ceiling  in  federal  government? 

I  would  assume  that  the  term  "glass  ceiling,"  if  it  carries  the  same  meaning  as 
at  the  local  and  corporate  level,  refers  to  transparent  barriers  in  the  workplace 
that  prevent  qualified  individuals,  typically  minorities,  women,  and  people  with 
disabilities,  from  anaining  organizational  leadership  positions.  In  the  federal 
government,  I  assume  the  identification  and  eradication  of  such  barriers  is  a  key 
priority. 

lb)  What  policies  and  initiatives  will  OPh/l  maintain  to  correct  the 
underrepresentation  of  minorities  and  women  in  key  jobs  and  the  higher  grade 
levels. 

I  would  expect  0PM  to  retain  whatever  initiatives  are  facilitating  positive  results 
as  well  as  seeking  additional  avenues  to  foster  improvements. 
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IV.    RELATIONS  WITH  CONGRESS 


/.  Do  you  agree  without  reservation  to  respond  to  any  reasonable  summons  to 
appear  and  testify  before  any  duly  constituted  committee  of  the  Congress  if 
you  are  confirmed? 

Yes,  I  agree  without  reservation  to  respond  to  any  reasonable  summons  to 
appear  and  testify  before  any  duly  constituted  committee  of  tfie  Congress  if  I 
am  confirmed. 

2.  Do  you  agree  without  reservation  to  reply  to  any  reasonable  request  for 
information  from  any  duly  constituted  committee  of  the  Congress,  or  its  duly 
authorized  agents,  if  confirmed? 

Yes,  I  agree  without  reservation  to  reply  to  any  reasonable  request  for 
information  from  any  duly  constituted  committee  of  Congress  or  its  duly 
authorized  agents,  if  confirmed. 

With  regard  to  these  questions,  I  understand  fully  the  importance  of  and  need 
for  open  and  responsive  lines  of  communication. 
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Additional  Material  Submitted  for  the  Record 

United  States  Office  of  Government  Ethics, 

Washington,  D.C, 

April  29,  1993. 

Hon.  John  Glenn,  Chairman, 
Committee  on  Governmental  Affairs 
United  States  Senate, 
Washington,  DC. 

Dear  Mr.  Chairman:  In  accordance  with  the  Ethics  in  Government  Act  of  1978,  I 
enclose  a  copy  of  the  financial  disclosure  report  filed  by  Lorraine  A.  Green,  who  has 
been  nominated  by  President  Clinton  to  be  Deputy  Director  of  the  Office  of  Person- 
nel Management. 

We  have  reviewed  the  report  and  have  also  obtained  advice  from  the  Office  of 
Personnel  Management  concerning  any  possible  conflict  in  light  of  its  functions  and 
the  nominee's  proposed  duties.  Also  enclosed  is  a  letter  from  the  ethics  official  of 
the  agency,  dated  April  28,  1993,  which  discusses  Ms.  Green's  ethics  agreements 
with  respect  to  recusals  and  certain  other  matters. 

Based  thereon,  we  believe  that  Ms.  Green  is  in  compliance  with  applicable  laws 
and  regulations  governing  conflicts  of  interest. 
Sincerely, 

Stephen  D.  Potts, 

Director 


Letters  of  Support 


The  District  of  Columbia, 

Washington,  D.C. 

August  4,  1993 
Hon.  John  Glenn,  Chairman, 
Committee  on  Governmental  Affairs, 
U.S.  Senate, 
Washington,  DC. 

Dear  Senator  Glenn:  I  wanted  to  take  this  opportunity  as  you  prepare  for  the 
confirmation  hearing  of  Lorraine  A.  Green  to  be  Deputy  Director  of  the  Office  of 
Personnel  Management  to  wholeheartedly  endorse  her  nomination.  Lorraine  is  an 
excellent  choice  for  this  position.  I  know,  because  I  have  personally  worked  with  her 
and  my  administration  has  benefited  tremendously  from  her  leadership  and  advice 
on  numerous  personnel  matters.  Lorraine  is  an  executive  who  will  not  only  get  the 
job  done,  but  will  meet  successfully  any  challenge  head-on. 

I,  as  well  as  the  District  of  Columbia  Government,  will  sorely  miss  her.  She  will 
be  a  significant  asset  for  the  Clinton  Administration,  public  servants,  and  citizens 
alike. 

I  urge  the  Committee's  endorsement  of  this  nominee. 
Sincerely, 

Sharon  Pratt  Kelly 

Mayor 


United  Way  of  the  National  Capital  Area, 

Washington,  DC. 

August  It,  1993 

Hon.  John  Glenn,  Chairman, 
Committee  on  Governmental  Affairs, 
U.S.  Senate, 
Washington,  DC. 

Dear  Chairman  Glenn:  Ms.  Lorraine  Green  served  as  Chairperson  of  District  of 
Columbia  United  Way  Campaign,  a  regional  component  of  the  United  Way  Cam- 
paign. In  this  capacity  Ms.  Green  was  a  volunteer  and  therefore,  received  no  com- 
pensation. 

Ms.  Green's  term  expired  at  the  conclusion  of  the  Fall  1992  Campaign,  December 
11,  1992.  She  has  no  affiliation  with  the  United  Way  of  the  National  Capital  Area's 
Board  of  Directors  or  the  District  of  Columbia  United  Way's  Regional  Council. 
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Ms.  Green  was  selected  for  the  aforementioned  position  in  the  campaign  because 
she  is  a  fine,  upstanding  citizen  in  our  community  and  an  excellent  role  model  for 
women  throughout  our  country.  We  look  forward  to  having  the  pleasure  of  working 
again  with  Ms.  Green,  in  some  capacity,  in  the  near  future.  She  definitely  made  a 
difference  to  the  residents  of  the  District  of  Columbia  and  the  National  Capital  Area 
while  serving  as  the  Chairperson  of  the  Fall  1992  District  of  Columbia  United  Way 
Campaign. 

I  hope  this  information  has  been  beneficial  to  you  and  your  Committee.  If  1,  or 
United  Way  of  the  National  Capital  Area,  can  be  of  any  further  assistance,  please 
do  not  hesitate  to  contact  us. 

Sincerely,  ,„    , 

Meredith  W.  Johnson, 
Associate  Executive  Director 


D.C.  Hispanic  Employees  Association, 

Washington,  DC. 

ApHl  8,  1993 

Ms.  Lorraine  Green,  Director, 
D.C.  Office  of  Personnel, 
Washington,  DC. 

Dear  Ms.  Green:  On  behalf  of  the  Board  of  Directors  and  the  members  of  the  D.C. 
Hispanic  Employees  Association  I  congratulate  you  on  your  nomination  for  the  posi- 
tion of  Deputy  Director  of  the  U.S.  Office  of  Personnel  Management  (0PM). 

As  DC.  Government  employees  we  feel  very  proud  of  your  nomination  and  know 
that  your  performance  in  your  new  position  will  be  the  best  example  of  the  excel- 
lence of  D.C.  Government. 

We  are  grateful  for  the  firm  support  that  you  have  given  to  the  Association  and 
to  the  Hispanics  in  the  District  workforce.  Now  that  you  are  moving  to  0PM  we 
know  that  the  Hispanics  working  in  the  Federal  Government  will  receive  from  you 
similar  fair  and  equal  treatment. 

We  hope  that  the  professional  relationship  established  between  us  may  continue 
through  your  new  endeavors.  Please  let  us  know  if  we  can  be  of  any  assistance  to 
you  in  the  future. 

Once  again,  felicidades  y  nuestros  mejores  deseos. 

Sara  M.  Cruz, 

President 


A  CEREMONIAL  RESOLUTION 
In  the  Council  of  the  District  of  Columbia 

May  4,  1993 

To  honor  and  recognize  Lorraine  A.  Green  for  her  outstanding  contributions  to 
the  District  of  Columbia  Government  and  the  residents  of  Washington,  D.C.  and  the 
Metropolitan  area. 

WHEREAS,  Lorraine  A.  Green,  a  native  Washingtonian,  a  product  of  the  District 
of  Columbia  Public  Schools,  and  a  Ward  5  resident,  has  served  as  a  public  adminis- 
trator for  more  than  29  years; 

WHEREAS,  effective  January  12,  1991,  Lorraine  A.  Green  was  appointed  by 
Mayor  Sharon  Pratt  Kelly,  as  Director  of  the  DC.  Office  of  Personnel  ("DCOP  ), 
where  she  was  responsible  for  the  recruitment,  development,  and  retention  of  an 
efficient,  qualified  District  of  Columbia  Government  workforce  of  more  than  40,000 
employees; 

WHEREAS,  Lorraine  A.  Green  efficiently  managed  the  DCOP,  staffed  with  db9 
positions  and  an  operating  budget  of  approximately  $15,000,000; 

WHEREAS,  Lorraine  A.  Green  presided  over  a  wide  range  of  personnel  manage- 
ment programs,  including  benefits  and  compensation,  employee  relations  and  collec- 
tive bargaining,  and  employee  assistance  programs; 

WHEREAS,  Lorraine  A.  Green,  prior  to  her  Mayoral  appointment,  served  as  the 
Executive  Director  of  the  D.C.  Lottery  and  Charitable  Games  Control  Board,  which. 
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under  her  direction,  generated  over  $200  million  for  the  District  of  Columbia's  Gen- 
eral Fund; 

WHEREAS,  Lorraine  A.  Green,  has  served  in  various  senior  financial  managerial 
positions  within  the  District  Government  and  held  several  top  management  posi- 
tions including  that  of  Deputy  Director  of  the  D.C.  Department  of  Administrative 
Services  ("DAS"); 

WHEREAS,  Lorraine  A.  Green,  as  Deputy  Director  of  DAS  was  responsible  for 
the  agency  awarding  over  500  contracts  totaling  approximately  $140  million  and  she 
presided  over  the  publication  of  the  final  rules  for  28  chapters  of  the  District  of  Co- 
lumbia Procurement  Practices  Act  of  1985,  D.C.  Law  6-85; 

WHEREAS,  Lorraine  A.  Green,  as  the  Director  of  the  DCOP,  instituted  a  number 
of  outstanding  programs  all  of  which  were  beneficial  to  the  employees  and  residents 
of  the  District  of  Columbia  including:  the  Leave  Bank  Program,  the  Family  and 
Medical  Leave  At  for  employees  of  the  District  government,  the  Employee  Assist- 
ance Program,  a  University  of  the  District  of  Columbia  Training  Agreement,  an 
Automated  Personnel  System,  a  Pre-Tax  Employee  Benefit  Plan,  Personnel  Records 
Clean-Up  and  a  Public  Safety  Decentralization  Project; 

WHEREAS,  Lorraine  A.  Green,  has  received  numerous  awards  and  citations  for 
outstanding  work  performance  and  is  a  member  of  multiple  professional  and  civic 
organizations  which  include  the  D.C.  Urban  Management  Association  (ICMA  Local 
Chapter),  the  Multi-State  Lottery  Association,  the  National  Forum  for  Black  Public 
Administrators,  D.C.  United  Way,  and  the  Woodridge  Civic  Association; 

WHEREAS,  Lorraine  A.  Green  has  been  married  for  over  20  years  and  is  the 
mother  of  a  21-year-old  son  and  a  13-year-old  daughter;  and 

WHEREAS,  Lorraine  A.  Green,  who  has  shaped  public  policy  issues  that  have 
helped  the  employees  and  the  residents  of  the  District  of  Columbia,  has  been  ap- 
pointed by  the  President  of  the  United  States,  William  J.  Clinton,  as  Deputy  Direc- 
tor of  the  Office  of  Personnel  Management; 

RESOLVED,  BY  THE  COUNCIL  OF  THE  DISTRICT  OF  COLUMBIA,  That  this 
resolution  may  be  cited  as  the  "Lorraine  A.  Green  Recognition  Resolution  of  1993". 

Sec.  2.  The  Council  of  the  District  of  Columbia  salutes  Lorraine  A.  Green  for  her 
outstanding  contributions  towards  improving  the  quality  of  life  for  the  employees 
and  the  residents  of  the  District  of  Columbia  and  its  surrounding  Metropolitan  area. 

Sec.  3.  This  resolution  shall  take  effect  immediately  upon  the  first  date  of  publica- 
tion in  either  the  District  of  Columbia  Register,  the  District  of  Columbia  Statutes-at- 
Large,  or  the  District  of  Columbia  Municipal  Regulations. 
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